Teacher absenteeism: Characteristics and implications in selected Iowa school districts by Spencer, Anthony V.
Retrospective Theses and Dissertations Iowa State University Capstones, Theses andDissertations
1988
Teacher absenteeism: Characteristics and
implications in selected Iowa school districts
Anthony V. Spencer
Iowa State University
Follow this and additional works at: https://lib.dr.iastate.edu/rtd
Part of the Educational Administration and Supervision Commons
This Dissertation is brought to you for free and open access by the Iowa State University Capstones, Theses and Dissertations at Iowa State University
Digital Repository. It has been accepted for inclusion in Retrospective Theses and Dissertations by an authorized administrator of Iowa State University
Digital Repository. For more information, please contact digirep@iastate.edu.
Recommended Citation
Spencer, Anthony V., "Teacher absenteeism: Characteristics and implications in selected Iowa school districts " (1988). Retrospective
Theses and Dissertations. 9731.
https://lib.dr.iastate.edu/rtd/9731
INFORMATION TO USERS 
The most advanced technology has been used to photo­
graph and reproduce this manuscript from the microfilm 
master. UMI films the original text directly from the copy 
submitted. Thus, some dissertation copies are in typewriter 
face, while others may be from a computer printer. 
In the unlikely event that the author did not send UMI a 
complete manuscript and there are missing pages, these will 
be noted. Also, if unauthorized copyrighted material had to 
be removed, a note will indicate the deletion. 
Oversize materials (e.g., maps, drawings, charts) are re­
produced by sectioning the original, beginning at the upper 
left-hand comer and continuing from left to right in equal 
sections with small overlaps. Each oversize page is available 
as one exposure on a standard 35 mm slide or as a IT x 23" 
black and white photographic print for an additional charge. 
Photographs included in the original manuscript have been 
reproduced xerographically in this copy. 35 mm slides or 
6" X 9" black and white photographic prints are available for 
any photographs or illustrations appearing in this copy for 
an additional charge. Contact UMI directly to order. 
IIIUMI 
Accessing the World's Information since 1938 
300 North Zeeb Road, Ann Arbor, Mi 48106-1346 USA 

Order Number 8825462 
Teacher absenteeism: Characteristics and implications in 
selected Iowa school districts 
Spencer, Anthony V., Ph.D. 
Iowa State University, 1988 
U M I  
SOON.ZeebRd. 
Ann Aibor, MI 48106 

Teacher absenteeism: Characteristics and implications 
A Dissertation Submitted to the 
Graduate Faculty in Partial Fulfillment of the 
Requirements for the Degree of 
DOCTOR OF PHILOSOPHY 
Department: Professional Studies in Education 
Major: Education (Educational Administration) 
in selected Iowa school districts 
by 
Anthony V. Spencer 
Approved : 
Department 
For(Jbh4r graduate College 
Iowa State University 
Ames, Iowa 
1988 
Signature was redacted for privacy.
Signature was redacted for privacy.
Signature was redacted for privacy.
11 
TABLE OF CONTENTS 
Page 
CHAPTER I. INTRODUCTION 1 
Statement of the Problem 3 
Statement of Purpose 4 
Need for the Study 4 
Definition of Terms ' S 
Delimitations of the Study 6 
Independent and Dependent Variables 6 
CHAPTER II. REVIEW OF LITERATURE 9 
Predictors . 13 
Consequences 20 
Management 34 
CHAPTER III. METHODS AND PROCEDURES 57 
Assumptions Applicable to this Study 58 
Construction of the Instrument 59 
Pilot Testing of the Instrument 61 
Selection of the Sample 62 
The Research Paradigm 62 
Processing of Data 64 
Hypotheses to be Tested 66 
CHAPTER IV. FINDINGS 70 
Principals' Questionnaire 70 
Superintendents' Questionnaire 92 
ill 
CHAPTER V. SUMMARY AND CONCLUSIONS, DISCUSSION, LIMITATIONS, 
AND RECOMMENDATIONS 105 
Summary and Conclusions 105 
Discussion 111 
Limitations 113 
Recommendations for Further Research 113 
Recommendations 114 
BIBLIOGRAPHY 116 
ACKNOWLEDGMENTS * 121 
APPENDIX A: lASB COVER LETTER 122 
APPENDIX B: SUPERINTENDENTS' COVER LETTER 124 
APPENDIX C: SUPERINTENDENTS' QUESTIONNAIRE 126 
APPENDIX D: PRINCIPALS' COVER LETTER 131 
APPENDIX E: PRINCIPALS' QUESTIONNAIRE 133 
23 
30 
37 
49 
50 
63 
71 
73 
73 
74 
75 
76 
77 
79 
iv 
LIST OF TABLES 
The number of days absent by district size 
The cost of substitute teachers by district size 
Classroom effectiveness by type of instructor 
A comparison of the teacher absence rate to the method 
used for reporting an absence 
The percentage of accumulated sick leave days by age 
of retirement 
A cash bonus incentive based on the number of sick days 
taken 
Profile by building level and district size of those 
principals who responded to the questionnaire 
Average extra time expended taking care of details or 
concerns related to substitutes by district size and 
building level 
Average extra time expended by schools in dealing with 
substitutes, when compared by district size 
Extra time spent by principals in dealing with 
substitutes, categorized by area of concern 
Extra time spent by principals in the largest Iowa 
school districts in dealing with substitutes, 
categorized by area of concern 
Mean principal perceptions of how teacher absences affect 
certain situations in their schools 
Mean principal perceptions, by building level, of how 
teacher absences affect certain situations in their 
schools 
Perceived effect of teacher absences on the quality of 
teaching, when compared by building level 
Perceived effect of teacher absences on student 
attitudes when compared by building level 
V 
Page 
Table 16. Perceived effect of teacher absences on student 
achievement compared by building level 80 
Table 17. Mean principal perceptions, by district size, of how 
teacher absences affect certain situations In their 
schools 81 
Table 18. Perceived effect of teacher absences on student 
discipline when compared by district size 83 
Table 19. Principal perceptions of the areas that are most 
negatively affected by teacher absences 85 
Table 20. Principal perceptions of the areas that have the 
most impact on school effectiveness 86 
Table 21. Principal perceptions as to the extent that teachers 
abuse sick leave 86 
Table 22. Principal perceptions as to the degree of their concern 
about teacher absences in their school 87 
Table 23. Average degree of concern of principals about teacher 
absences in their building as reported by building level 
and district size 88 
Table 24. Principals' levels of concern about teacher absences 
when compared by building level 89 
Table 25. Principals' perceptions of the areas of concern as 
affected by teacher absences, according to a ranking 
of concern 90 
Table 26. Absence rates of teachers when comparing perceived 
less effective teachers with more effective teachers 91 
Table 27. Perceived absence rates of teachers when comparing 
female teachers with male teachers 93 
Table 28. Profile, by position and district size, of respondents 
to the superintendents' questionnaire 93 
Table 29. Average teacher absence rates when compared for the 
years 1981-82 and 1985-86 94 
Table 30. Average teacher absence rates by district size for the 
1985-86 school year 95 
vl 
Page 
Table 1^1. Average teacher absence rates compared by district size 
for the 1985-86 school year 96 
Table 32. Average teacher absence rates when compared by socio­
economic level of students, for the 1985-86 school year 97 
Table 33. Average cost per substitute per teacher per day when 
comparing the 1981-82 school year with the 1985-86 
school year 98 
Table 34. Average cost per student for substitute teachers when 
comparing the 1981-82 school year with the 1985-86 school 
year 99 
Table 35. Average cost per student for substitute teachers by 
district size for the 1985-86 school year 99 
Table 36. Average cost per student for substitute teachers when 
compared by district size for the 1985-86 school year 100 
Table 37. Average teacher absence rates of school districts which 
have negotiated contracts compared to school districts 
which do not have negotiated contracts for the 1981-82 
school year 101 
Table 38. Average teacher absence rates of school districts which 
have negotiated contracts compared to school districts 
which do not have negotiated contracts for the 1985-86 
school year 102 
Table 39. A comparison of teacher absence rates of districts which 
changed from not having negotiated contracts in 1981-82 
to having negotiated contracts in 1985-86 103 
Table 40. Comparison of teacher absence rates between those schools 
which have a plan for managing or reducing absences and 
those who do not 103 
Table 41. Strategies used to manage or reduce teacher absences in 
Iowa schools 104 
1 
CHAPTER 1. INTRODUCTION 
Each year the Iowa General Assembly appropriates funds for 
education. In four of the last six years, the Governor, in an attempt to 
balance the budget, has had to make cuts in educational monies. The loss 
of tax dollars, combined with declining enrollments in most Iowa schools, 
have left school boards scrambling for ways to stretch their budgets in 
an attempt to provide the best possible education for their students. At 
a time when the economy is tight and all parts of the budget must be 
examined, it seems appropriate to attempt to find ways of reducing any 
unnecessary costs. 
How many school administrators would knowingly be guilty of 
regularly committing a significant portion of their already lean budget 
to an expenditure that has little educational productivity? The answer 
is undoubtedly few. Yet, a national study has shown such a sharp rise in 
teacher absences (5 percent in each of the past 16 years) that some 
observers call the phenomenon "a disease approaching epidemic 
proportions." Each day due to the nearly 200,000 teachers who call in 
sick, an annual loss of 75 million hours of contact time with students 
occurs, and school boards expend collectively about $2 billion each year 
paying for substitute teachers.The Des Moines Public Schools 
reported, based on a study conducted in that district, the cost of 
substitutes had increased 103 percent in constant dollars from 1966 to 
1978, climbing from $160,000 spent for substitutes in 1966 to $527,000 
spent in 1978.^ 
2 
State and local studies Indicate a dramatic rise In teacher 
absenteeism over the past few years. In a Pennsylvania study, teachers 
were found to be absent 8.2 days a year. This was a 106 percent Increase 
In the 16 years since 1962. By comparison, the rate for Industry during 
the same year (1978) was 4 days per year per worker.Findings on 
teacher absenteeism from Illinois, Indiana, Nevada, California, and 
Pennsylvania show several patterns: Absenteeism Increased after 
collective bargaining laws were enacted; the highest rates are on 
Fridays, then Mondays; the Incidence of absences has a lot to do with 
community support and school district policies and little to do with 
g 
material Incentives or physical environment. 
Teacher absenteeism not only creates a tremendous leakage In dollar 
costs. It also tends to reduce Instructional effectiveness. Many 
principals view the role of the substitute as only requiring that they 
"keep the lid on." A New York Metropolitan School Study Council (MSSC) 
report showed that substitute teachers are significantly less effective 
than regular teachers, which ultimately causes cutbacks In student 
42 
achievement. Recent research has demonstrated that a significant 
variable In student achievement Is effective time spent In Instructional 
44 
activities. Unfortunately, substitute teachers are less effective In 
32 keeping students "on task" than are the regular teachers. 
Teacher absence Is a chronic problem that cuts across national 
boundaries. It has broad-ranging consequences for school boards, 
administrators, teachers, and students. 
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Statement of the Problem 
Despite the Importance of teacher absences, little has been done In 
the State of Iowa to Investigate the various effects of faculty 
absenteeism on schools. The Iowa School Board Association has become 
greatly concerned with the consequences of teacher absences and has 
requested that a study be done In the state to help answer such questions 
as: 
- Is pupil progress being bargained away with more and more leave 
days allowed? 
- Are there characteristics associated with teacher absenteeism that 
can help predict when and how often It will occur? 
- What can be done by school boards to reduce the Incidence of 
absences? 
- Is there, in fact, a significant financial and Instructional cost 
in Iowa schools that can be linked to teacher absences? 
In an attempt to answer these questions and others, this study does 
not imply that sick teachers should go to school or that teachers be 
denied time for family emergencies or professional Improvement. There is 
evidence, however, that teachers may be abusing their absence privilege, 
and further, that something must be done about it. This study will 
attempt to gather data and analyze it with the Intent of helping 
administrators and school boards better understand and cope with teacher 
absences. 
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Statement of Purpose 
The first purpose of this study is to determine if teacher absences 
in Public School Districts in Iowa are related to such factors as 
district size, district socioeconomic status, gender, age, collective 
bargaining agreements, teacher effectiveness, building level, and 
district incentives for reducing absenteeism. The second purpose is to 
analyze the relationship between teacher absences and related budgetary 
or management costs. The third purpose is to analyze the relationship 
between teacher absences and perceived quality of instruction. The 
fourth purpose is to investigate the various methods employed by schools 
for managing or reducing absences. 
Need for the Study 
This study is, in part, a response to the request from Iowa school 
superintendents for feedback from the Iowa Association of School Boards 
on the subject of teacher absenteeism. In responding to the request, 
this study will attempt to update existing information on the subject and 
to analyze absenteeism as it affects public schools in Iowa. 
The major studies (Pennsylvania, 1978; Illinois, 1977; Indiana, 
1977; New York, 1974; Ohio, 1980) done on the subject of teacher 
absenteeism are somewhat outdated. The collective bargaining process has 
matured; additional kinds of leave have become more prevalent (paternity, 
maternity, religious); and the role of women has changed somewhat In 
regard to sharing of child rearing responsibilities. 
This study will attempt to bring the data up to date by not only 
5 
looking at the additional factors that may now be affecting teacher 
absenteeism, but also by taking a look at the most recent techniques used 
In Iowa schools to manage the problem. 
Definition of Terms 
Absences - a state of being away or not present. 
Absenteeism - absence from duty, work, or station; a deliberate or 
habitual absence; an absence that Is not legitimate as described by 
the master contract. 
Absentee culture - a culture that Implies employees are entitled to sick 
days whether 111 or not. 
Full time equivalent - FIE personnel - A hypothetical number of personnel 
obtained by adding fractional times of personnel. Four half-time 
persons amount to two people. 
Quality of Instruction - a measure of the kind of Instruction that takes 
place In the classroom when a substitute teacher is used as compared 
to when the regular teacher Is present. 
Limited sick leave - a limit on the number of sick days that can be 
accumulated from year to year. 
Sick leave - an absence that relates to personal or family Illness. 
Unlimited sick leave - no limit on the number of sick days that can be 
accumulated from year to year. 
Personal leave - an absence that is guaranteed by contract that requires 
no reason for being gone. 
Professional leave - an absence taken for the purpose of professional 
6 
growth or school-related reasons. 
Socioeconomic status (district) - Determined by the percentage of 
students eating free or reduced priced lunches. 
Subunit size - a breakdown of a school district into smaller units of 
employees by building, department, or grade level. 
Time of year - an interval of the school year determined on a month-to-
month basis. 
Delimitations of the Study 
This study will be limited in potential participants to those 
superintendents and principals in public schools in the state of Iowa 
during the 1986-87 school year. 
The study Is further limited to nine factors that relate to 
absenteeism: District or subunit size; district socioeconomic status; 
elementary vs. secondary patterns; gender; age; collective bargaining 
agreements; quality of instruction; costs to district (dollars, 
management); and incentives for managing absenteeism. 
The data collected will be limited to the 1981-82 and 1985-86 school 
years, with limited comparisons done between those two school years. 
Independent and Dependent Variables 
The Independent variables to be investigated in this study Include: 
1. Size of school district - determined by student enrollment. 
2. Socioeconomic status of students - determined by whether a student 
eats a free or reduced price lunch. 
3. Negotiated contracts - contracts that are determined through the 
7 
collective bargaining process* 
4. Non-negotiated contracts - contracts that are determined by board 
policy. 
5. Attendance improvement programs - programs initiated by individual 
school districts that attempt to manage teacher absences. 
6. Building level - elementary, middle school, or high school 
buildings. 
7. Teacher gender - male teachers and female teachers. 
8. Teacher age - older and younger teachers. 
The dependent variables to be investigated in this study include: 
1. Teacher absence rates - the total days missed by teachers in a given 
school year. 
2. Cost for substitute teachers - the amount spent by a school district 
on substitute teacher salaries in a given school year. 
3. Extra time spent - time spent daily by the principal or his designee 
in dealing with substitutes. 
4. Quality of instruction - a measure of the quality of instruction 
that takes place in the classroom when a substitute is used as 
compared to when the regular teacher is present as perceived by 
principals. 
5. Faculty morale - a measure, as perceived by the principal, of the 
extent to which morale is affected by teacher absences. 
6. Student discipline problems - a measure, as perceived by the 
principal, of the extent to which discipline is affected when a 
substitute teacher is used. 
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Principal-teacher relations - a measure, as perceived by principals, 
of the extent to which relations between the absent teacher and 
principal are affected. 
Student attitudes - a measure, as perceived by the principal, of the 
extent to which relations between attitudes toward school are 
affected by teacher absences. 
Student achievement - a measure, as perceived by the principal, of 
the extent to which student achievement suffers when teachers are 
absent. 
Community attitudes - a measure, as perceived by the principal, of 
the extent to which community attitudes are affected by teacher 
absences. 
Principal concern - the extent to which principals perceive teacher 
absences as affecting their building. 
Teacher effectiveness - a measure of the effectiveness of the 
teacher in the classroom, as perceived by principals. 
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CHAPTER II. REVIEW OF LITERATURE 
Susan T. Hill distinguishes between the terms absence (a state of 
being away or not present) and absenteeism (absence from duty, work, or 
station) by stating that absenteeism Is a deliberate or habitual absence. 
For many reasons. It Is becoming clear that absenteeism Is becoming a 
problem that many schools must face. According to an Ohio study, a 
majority of employee absences are for legitimate personal or family 
Illnesses. However, this finding must be juxtaposed with the fact that 
44 
absence rates are increasing each year. 
The terms absence and absenteeism tend to be used interchangeably in 
the research and, therefore, will be used interchangeably in this review 
of literature. In the collection of data section, this investigator will 
try to differentiate between the two and find the perceived Impact of 
"absenteeism" as opposed to absences. 
The acceleration in teacher absenteeism is evident in figures which 
show that increasing numbers of absent days have occurred when, on the 
whole, schools have experienced a cutback in the number of employed 
teachers. With fewer contract teachers to be absent, they might have 
expected a lower total number of absences for which substitute funds must 
be spent. This reduced absenteeism has not been the case. 
Department of Labor statistics studies show that education's 
unscheduled work absences doubled the rate of Increases for the 
27 
classification "total U.S. Industry" between the years 1967-74. 
Employee absenteeism in all fields had decreased from about 4 percent to 
10 
3 percent since 1973, but states that studied the problem (Illinois, 
1977; Pennsylvania, 1978; Ohio, 1980) found increasingly higher rates for 
13 
teachers. Several studies of public school absence rates revealed that 
absence rates for teachers were distressingly high in many urban 
districts. A report to the Illinois Department of Education documented 
that from 1971-76, teacher absences in Illinois increased by 16.1 
27 percent. Buffalo, New York, teachers averaged 9.9 days absent per 
teacher for 1979, which exceeded the rate of private industry by 3 
days.^® 
There have been many attempts to explain psychologically why 
absences occur* Chadwick-Jones suggested that absences are part of 
an Informal contract, a trade-off between employee groups and the 
employing organization, given the existing working conditions. They 
infer that absences of employees are an attempt at conforming to informal 
rules of frequency and duration of absences and thus are to be expected.^ 
This work suggests that people will do what they feel is expected, and 
that this is determined by the informal rules of the rest of the 
employees. 
Goodman and Atkln attempted to explain absenteeism from a different 
viewpoint. They suggested that it is a habit which represents the 
generalization of learned responses. They substantiate their position by 
stating that habit is implicit in the suggestion that a few workers (the 
23 
absence prone) are responsible for most of the absences. 
Whatever the explanation, absenteeism is not just a phenomenon of 
the seventies and eighties. As early as the 1940s, absenteeism was of 
11 
great concern. The problems In the forties created by the change from an 
established to an adaptive Industrial civilization (brought on by World 
War II) was at the center of research. Mayo, in his 1943 study of the 
social problems of an individual civilization, found that man's desire to 
be continuously associated in work with his fellows is a strong 
characteristic, and if these groups are not allowed to form, the 
immediate symptom is absenteeism.*^ 
In March of 1943, the House of Representatives Committee on Labor 
52 
met for the purpose of discussing employee absenteeism. Because the 
rate of absenteeism in Industry had gone up from three percent to six 
percent, the subject of absenteeism became one of national concern. One 
purpose of the meeting was to investigate the possibility of legislation 
for the purpose of reducing absenteeism. In answer to the question of 
legislation, William Taylor, legislative representative of the U.A.W., 
responded: 
I think 1 pointed out that the matter of absenteeism is being 
discussed at a time that is very inappropriate to the problem. I do 
not think labor and management at this time should be the target of 
any investigating agency or any congressional action or legislative 
action until jointly they have been given a chance to work out this 
problem of absenteeism (52, p. 111). 
Labor and management have been trying to work out this "problem of 
absenteeism" since those early beginnings, and although the reasons for 
absenteeism may have changed somewhat from 1943, the research has met 
with little success in understanding the problem. It was believed that 
"professionalism" Insulated school employees from the trends evident 
throughout the rest of society. However, the numbers presented in much 
12 
of the current research no longer support that view. 
Subjective comments made by personnel directors In an Ohio study 
done on teacher absenteeism, although not empirically based, do provide a 
flavor of some of the concerns or reasons for absenteeism that are being 
expressed across the nation: "Lenient leave policies have occurred 
through the negotiations process"; "greater problems at school and less 
devotion to duty"; "younger and less dedicated teachers"; "lower morale 
due to the desegregation process"; "sick days more acceptable to society 
than before"; "professional outlook towards responsibility to students 
slipping"; "pressure of teaching, and lack of professionalism"; "because 
44 
we are granting personal leave days* 
Because of the economic pressures of today and the limited funds 
available to schools, now may be the "appropriate" time to discuss 
absenteeism as it now exists in the teaching force. This review of 
literature will present related findings on teacher absenteeism from 
three perspectives: First, a review of literature that deals with the 
characteristics of absenteeism and how those characteristics might be 
used to help predict absence occurrences and/or patterns; second, a look 
at related studies that point out the consequences of teachers being 
absent in terms of dollar costs, effect on quality of Instruction, and 
other more hidden costs relating to time lost; third, an examination of 
programs that have attempted to manage absences by providing teachers an 
incentive for being present or other techniques used to reduce 
absenteeism. 
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Predictors 
There are certain characteristics or factors related to absenteeism 
of teachers, that when reported over and over, may tend to be predictors 
that help us form generalizations about when and why teachers may choose 
to be absent, and possibly how often absences may occur. 
Subunlt sizes 
Previous research in business organizations shows that the 
organizational characteristic most related to absenteeism is subunlt size 
(the size of the groupings of an organization, as in departments, 
buildings, districts, etc.). In nine of the ten studies reported in 
literature, larger size of subunlt and absence behavior are positively 
related. 
25 Halliman and Bridges, in a study of fifty-seven elementary schools 
in California, set out to test one paradigm advanced by Indlk that: 
large size increases the difficulties of malnstreamlng communication 
among employees, lower levels of communication reduce group coheslveness, 
and low group coheslveness leads to higher rates of employee 
30 
absenteeism. The conclusion of the study was that the data clearly 
supported the proposition that size of subunlt is directly related to 
employee absenteeism. 
There are many studies that relate district size to frequency of 
teacher absenteeism. A Pennsylvania study reported that small districts 
with less than 200 employees had a lower absentee rate than did large 
46 districts of more than 200 employees. A study done in Illinois 
14 
substantiated other findings in showing that absentee rates steadily 
increased as the size of the school system increased, ranging from a low 
of 3 percent in systems with fewer than 300 students, to 6.5 percent in 
29 
those with 25,000 or more. 
The educational research service in a national study done in 1978-79 
compiled data showing the number of teacher days absent by district size* 
13 The frequency in percent of absences by size is shown In Table 1. 
Table 1. The number of days absent by district size 
Enrollment 
25,000 10,000 2,500 300 
or to to to 
more 24,999 9,999 2,499 Total 
No days absent 9.0 14.2 11.3 16.0 13.4 
1-5 days absent 38.5 41.1 46.2 46.8 44.1 
6-10 days absent 31.9 30.0 26.9 24.0 27.5 
11-30 days absent 17.8 13.7 13.7 10.5 13.0 
More than 30 days absent 2.9 2.9 1.9 1.5 2.2 
Â close examination of the chart clearly shows that as district size 
increased, the number of days missed, by percentage, Increased. 
Gender 
There have been numerous studies done on the relationship of 
employee gender and absenteeism. Data from Industry support rather 
33 
conclusively that gender is a major factor in absenteeism. Research in 
15 
education tends to substantiate the data from Industry* 
The Pennsylvania study and Syracuse study both reported that female 
teachers have a significantly higher absence rate than do male teachers. 
In the Pennsylvania study, females were absent 5.1 percent per year, 
compared to 4.2 percent per year for males.** Similarly, in the Syracuse 
study females were absent an average of 5 days per year compared to 3.1 
2 days per year for males. 
Englander-Golden and Barton, in their study of gender differences 
and absence from work, investigated during an eleven-month time period, 
the variables of being parents or non-parents.^* No significant 
differences in sick leave by gender were found in the non-parent 
group. Among working parents, however, the records showed that 
mothers took significantly more sick leave than fathers (p<.05). It 
was also found, under protection of anonymity, that both sexes reported 
absences necessitated by child care as personal Illness, but 
significantly more women, however, were more likely to do this than were 
men (p<.01). 
Results from this study provide an alternative basis for 
understanding the assertion that "women are more likely than men to be 
absent from work because of Illness" (U.S. Dept. of Labor Bulletin, 1977, 
53 p. 17). Apparently child care rather than personal Illness appears to 
be the major variable which mediated gender differences in absence from 
work. 
No studies have examined the impact, if any, that the Increasing 
"liberation" of the female population has had on female absenteeism. 
16 
Changes in maternity leave as well as the advent of paternity leave also 
have not been studied. 
Day of week—time of year 
A preponderance of the research Indicates that teacher absenteeism 
Is more prevalent on Mondays and Fridays. "Two and one-half million 
workers are absent each Monday. That represents four percent of the 
33 
working population" (Lansom, 1973, p. 8). In an Ohio study of school 
districts which computed absence on a dally basis, over half (54 percent) 
Indicated that the frequency of absences was higher on Mondays and 
44 Fridays. The Pennsylvania study reported that the absence rate on 
Friday was 5.5 percent and on Monday 5.1 percent, as compared to 4.5 
46 percent or lower for the remaining days of the week. The Monday-Friday 
syndrome has been confirmed In numerous other studies in the private 
sector as well. 
The research is somewhat ambiguous in relating absenteeism to time 
of year. The Pennsylvania study reported that absenteeism increases 
steadily from September through May. The September absence rate was 
46 
reported at 2.6 percent, while In May it was 4.7 percent. An 
interesting corollary is that the use of personal sick leave peaks in 
January, but the use of personal leave (non-illness related) in May is 
almost double the average for the year. This leads to the possible 
conclusion that any personal leave days still left are used before the 
end of the year. 
A possible explanation for the high incidence of absences later in 
17 
the year may be drawn from a study done by Instructor Magazine (1977, p. 
31 12). In responding to the question, "Were any of those days stress or 
tension related?", thirty-three percent of the teachers responded, "Yes." 
In response to the question, "Do you ever call In sick for reasons of 
fatigue or nervous strain?", thirty-five percent responded, "Yes." 
In contrast, a New York study. In which 7,000 teachers in 14 
districts were surveyed, found that teacher attendance was highest In 
September, reached Its lowest In December, but rebounded in January and 
43 
stayed stable through June. . This contradicted the opinion of 
superintendents in the survey who thought that absences would increase in 
May and June to take advantage of unused sick leave and personal leave. 
Absenteeism! Collective bargaining related 
In school districts, the absentee culture manifests Itself as a 
pervasive expectation that teachers and staff may, will, and should use 
up allotted sick leave. Collective bargaining has made its Impact felt 
in the area of teacher absenteeism. 
Educational Research Services reported that 83 percent of the school 
districts studied allow teachers 10 to 15 days of sick leave per year; 59 
percent provide religious leave; and 56 percent provide 2 or 3 days of 
13 personal leave. Those numbers have surely gone up since 1980, along 
with the inclusion of other types of leave days (maternity, paternity, 
professional, etc.). In the same 1980 study. Educational Research 
Services found that the more lenient the personal leave policies, the 
higher the absentee rate. An interesting corollary was that union 
18 
employees were found to be gone more than non-union employees. 
The Pennsylvania study found that districts which granted additional 
sick leave days over state mandates had a mean absence per teacher of one 
day a year more than those who did not give extra days.^^ 
A 1970 study in the Philadelphia area involving 56 districts with 
12,000 teachers Investigated the relationship between leave days granted 
3 
and teacher absenteeism. The study found that the eleven districts 
whose sick leave benefits matched the minimum allowed by the state (10 
days) had the lowest rate of teacher absence. Teachers whose unions had 
bargained for additional days or who were granted more days at the 
discretion of the school boards had higher rates. 
In a study In Illinois, school systems without contracts had an 
average teacher absence rate of three percent, compared to 3.6 percent 
for those with contracts but no affiliations, 3.9 percent for NEA 
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affiliates, and five percent for those affiliated with AFT. 
Although the majority of absences are for legitimate reasons, the 
fact that absenteeism is on the rise leads one to believe that collective 
44 bargaining has contributed to the Increase. 
General findings 
Extensive studies on the problem of teacher absenteeism have been 
39 
completed in New York, Illinois, California, Illinois, and Indiana. 
The results In every study demonstrate a dramatic Increase in teacher 
absenteeism. Some of the Important general findings from these studies 
show: 
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- Absenteeism among all teachers increased after the enactment of 
collective bargaining legislation. 
- Absenteeism has continued to increase since the passage of 
collective bargaining legislation, despite better pay, smaller 
classes, and more appropriate assignments* 
- Low levels of absenteeism among teachers occur in those districts 
with high levels of community support. 
- Elementary teachers tend to be absent more than secondary 
teachers. 
- Younger staff members often have a much more liberal definition of 
permissible grounds for absenteeism. 
- Correlations between job satisfaction and absenteeism are of 
modest magnitude. 
- Teachers of disadvantaged students were absent more than those who 
taught others students. 
In a newspaper editorial titled "Sick on Sick Pay" (Gary Post 
Tribune. 1976, p. A4), the editor expressed the views of a growing number 
20 
of public citizens both then and now: 
Sick pay is just a benefit which, through abuse, is becoming a 
problem. It was never contemplated that because a person was 
entitled to be paid for, say, five days illness in a given year or 
period, he/she was entitled to those days off whether ill or not. 
According to an American management study on improving attendance, 
it is "reasonable" to expect employees to miss only three percent of 
their work time. According to the study, a two percent rate Is not 
28 
unattainable* 
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Consequences 
Tax payers today demand more accountability for the spending of 
their tax dollars and more progress by the youngsters they are sending to 
school. Skyrocketing costs and falling test scores are not an acceptable 
combination. The second section of the review of literature deals with 
the consequences of teachers being absent in terms of dollar costs, 
effect on quality of instruction, and other costs associated with the 
absent teacher. 
Dollar costs 
When the Youngstown, Ohio, school board looked at its preliminary 
budget figure in 1981 and saw $350,000 allotted for substitute teacher 
salaries, it decided something was wrong. Was sick leave being misused, 
the board wondered. Before long, a private detective agency hired by the 
board began to follow teachers who were sick. The result was a teacher 
receiving a five-day suspension for abuse of the district sick leave 
policy. 
People would like to think that teachers are professionals and are 
above taking days off under the pretense of being sick. However, 
realistically, it does happen. Hiring a private detective to follow 
teachers sounds like a drastic step, one most schools would rather not 
take. When approached from a cost effective standpoint, however, the 
high cost of absenteeism may require such measures. 
Absenteeism strikes districts a double blow. They end up paying 
twice to have a teacher in the classroom, once for the regular teacher 
21 
and again for the substitute. 
In the ERS study of the costs of employee absenteeism in 470 
13 
schools, the following dollar amounts and averages were reported: 
- The mean cost of substitute teachers during the 1978-79 school 
year in all reporting systems: per pupil, $14.39; per teacher, 
$260; per pupil day, $1908; as a percent of total salaries, 1.7 
percent. 
- The mean cost of absent teachers' salaries during the school year 
1978-79 in all reporting systems: per pupil $37.53; per teacher 
$671; per pupil day, $4383; as a percent of total teacher 
salaries, 4.3 percent. 
While the dollar costs presented above make direct comparisons 
difficult, their meaning is not difficult to understand. Far too much of 
the meager financial resources available to schools is being spent to 
subsidize teachers absent from their classrooms. 
Differences in salary schedules and district sizes make any dollar 
comparisons among districts and states somewhat meaningless. 
Inflationary factors also limit the usefulness of comparisons of actual 
expenditures reported. However, the increase in the percentage of funds 
spent for substitute teachers clearly demonstrates the rising problem. 
In an Indiana study, 86 percent of the districts reporting Indicated 
a consistent budget percentage increase over the five-year period from 
38 1971-76. Schools have been experiencing a rise in substitute teacher 
budgets, while the availability of funds for other sources seems to be 
getting less and less. 
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As the number of teacher absences has continued to rise, so too has 
the financial burden of paying for the substitutes* The dollars spent 
for substitute teachers in some school districts are frightening. Los 
3 
Angeles spent $12 million for substitute teachers in 1979. In a 
suburban Cleveland school district of 12,000 students, in addition to the 
12 million dollars already committed to teachers in salaries, 50,000 
dollars were built into the budget for substitute teachers in 1979. This 
was equivalent to all of the funds used to purchase educational equipment 
A A that year. A Pennsylvania study estimated that cases for filling 
vacancies with substitutes would be in excess of $30 million on a 
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statewide basis. In 1977, a major urban school system in Ohio expended 
$2,933,233 or $25.S0/pupil on substitute teachers.In 1976, 
absenteeism cost taxpayers more than one-half billion dollars for 
substitute teachers and $120 million more in fringe benefits which 
teachers receive whether they are in the classroom or not.^^ 
According to the Educational Research Service study, the average 
cost to school districts for teacher absences was $924 a year per 
13 teacher, and $57 a year per pupil. However, dollar amounts spent for 
substitutes vary predictably with the size of the district. In the same 
ERS study, substitute teacher costs were broken down by district size 
(Table 2). These figures account for about 1.6 percent of the total 
amount a district budgets for all teacher salaries. It does not Include 
13 the cost of paying regular teachers for sick days. 
The real cost of employee absenteeism probably Is between five and 
ten times greater than the amount typically computed (which for teachers 
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Table 2. The cost of substitute teachers by district size 
District size Cost of substitutes 
25,000 students 
10,000 to 24,999 138,430 
2,500 to 9,999 48,526 
300 to 2,499 10,590 
$486,955 
35 is usually based on the cost of substitutes). The costs actually 
Incurred include the teacher's salary, which continues to be paid during 
the absence, the salaries of administrators who must use their time for 
substitutes, and money which schools pay into various employee benefit 
accounts such as retirement, disability, workmen's compensation funds, 
and health medical insurance premiums. 
The results of a study conducted in the school systems of Detroit, 
Philadelphia, and New York showed that although the combined cost for 
substitute teachers was approximately 65 million dollars, the actual cost 
35 Incurred by teacher absenteeism approached 500 million dollars. 
The generalization from all of these figures is obvious; absenteeism 
has a high price tag. It would appear that if teacher absenteeism could 
be controlled, and even reduced, that the savings in dollars, regardless 
of the size of the district, would be substantial. 
Cost in student learning 
The cost in student learning when the regular teacher is absent Is 
undoubtedly the most critical cost with which school administrators must 
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be concerned* "You can't really replace a teacher"; "you should not 
expect comparable results"; "teacher absences hurt student progress more 
than Is realized." These and similar comments are heard frequently today 
among administrators. The American school was founded on the premise 
that learning is dependent to a great degree upon interaction between 
students and teachers. Yet, the educational costs mount as solid 
student-teacher contact is eroded by a new phantom of the classroom, the 
missing teacher. 
In most other work settings, particularly in professional or 
managerial job slots, when a worker Is absent, the work waits. If the 
employee had appointments, or clients to see, they are put off until 
another day, or covered by others already on the payroll. But students, 
the clients of schools and teachers, cannot be asked to come another day. 
Overall, education employees are absent 3.6 percent of the time 
(May, 1976). If this figure is accurate for the nation's 2.4 million 
public school teachers, it means that on any given day 86,000 classrooms 
3 
are covered by someone other than the regular teacher. That someone who 
traditionally covers the classroom in the absence of the regular teacher 
is the substitute teacher. Â large percentage of the teaching labor 
19 force each day, about 10 percent, is made up of substitute teachers. 
It is bothersome for administrators to find someone to cover a 
classroom on short notice, and frequently that someone contributes little 
to the learning process, and in some cases detracts from it. 
Unfortunately, research and practical experience show that substitute 
teachers are less effective at keeping kids on task than are regular 
25 
teachers. This Is not an indictment of substitute teachers, since it is 
almost impossible to come into a strange classroom, on short notice, with 
unfamiliar students and maintain the continuity of an established 
42 program. 
In many schools, substitutes have not been viewed as teachers at 
all, but as subjects of jokes and stories.Students, regardless of 
age, have reacted with uncertainties when a substitute has entered the 
classroom. Younger children, because of a stronger attachment to their 
teachers, have reacted more Intensely than other pupils; however, older 
students have displayed behavior which exhibited evidence of an emotional 
Q 
reaction. 
The self-perceptions and role perceptions of the substitute teachers 
themselves have also been important factors in substitute effectiveness 
and have had a decided effect on the climate in the classroom. In his 
study, Esposlto found that the substitute was usually allowed no 
3 
meaningful role other than "babysitter." The natural results of such 
teaching situations have been the development of a negative student 
attitude toward substitutes, and even a negative attitude of self-worth 
in the substitutes themselves. 
Further complicating the situation is that regular teachers have 
tended to perceive the substitute as Incompetent and second rate. They 
also have not always been fully appreciated or supported by the 
administration. Substitutes are frequently mlsassigned and are required 
to teach a wide range of subjects and grade levels which have contributed 
to their ineffectiveness and have often created a poor image in the eyes 
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of their peers, the kids, and the public. 
In the words of Hayes: 
A substitute is a little like a tourist, forever traveling on his 
own to foreign countries whose customs, language, and medium of 
exchange are strange to him; and whose experience is a series of 
quick impressions to be observed and then as quickly released to 
make room for new ones (26, p. 271). 
Several studies have been done by practitioners who actually put 
themselves into the position of serving as a substitute teacher over a 
period of time. 
Friedman did a study by spending a year as a substitute in medium-
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sized school districts In California. He found there were two major 
task areas. The first was order maintenance, or those activities 
related to the orderly, smooth, quiet functioning of the classroom. This 
tended to take a considerable amount of energy and time, usually with 
only limited results at best. The second task area was assignment 
execution: translating and providing continuity of the regular teacher's 
lesson. Most teacher directions fell into the category of sketchy to 
adequate. There was a need for a lot of Impromptu improvised content for 
time filling. If there was some expertise in the area, it sometimes 
could be pulled off; otherwise, it created a problem. Most classes (75 
percent) were spent in independent study by the students, which usually 
ended with students finishing with half the period left and nothing to 
do. 
Berlinrut, after a variety of experiences as a substitute teacher, 
made the comment, "There would inevitably come that class, that period, 
when none of the ploy I had worked out for achieving minimal decorum was 
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effective. The din raged on. One or two students had the transistor 
radios well tuned up, others still had horseplay to live out with their 
friends, still others felt it almost obligatory to show open disdain for 
the substitute teacher" (p. 86).* 
Hayes (p. 270), in her article "Stranger in the Classroom," argued 
that a substitute "has to be twice, not half the teacher that the regular 
teacher is. The first duty of the substitute will be to keep order. 
26 Seventy-five percent of your energy will go just toward that." 
Grutzmacher (p. 58), in his article "Ups and Downs of the 
Substitute," stated: 
From my own experiences, from years of observing 
substitutes in action, I must submit that substitute teaching 
is primarily a useless, expensive service doing more harm than 
good! Even if one is twice the teacher, little teaching and 
learning take place. It is a rather outrageous indignity, 
emotionally draining to the substitute.24 
A study of the attitudes and utilization of substitute teachers 
was done in Des Moines, Iowa. Part of the study dealt with the 
substitute teacher's perception of or attitude toward the role that they 
played as the substitute. Some of the findings of the study are 
9 
summarized below: 
- À good number (36 percent) of substitute teachers reported 
difficulty In controlling classroom discipline. Poor discipline 
of students was regarded by substitute teachers as the worst 
aspect of teaching. 
On the positive side: 
- In general, substitute teachers felt they were assigned to teach 
28 
in areas In which they were professionally qualified* 
- Despite the reported problems with maintaining classroom 
discipline, 97 percent of the substitute teachers indicated they 
were successful in carrying out specific lesson plans. 
- Over 76 percent agreed that the building staffs and students were 
helpful and courteous. Predictably, teachers with the most 
experience and/or older teachers reported greater acceptance than 
younger, less experienced teachers. 
- Contrary to the historically accepted role as "babysitters," 
substitutes rejected the notion that their chief function was to 
pacify students until the regular teacher returned. 
In spite of some positive aspects as noted above, a conclusion of 
the Des Moines study was that either substitute teacher performance needs 
to be improved, or less expensive methods of handling teacher absences 
should be developed and initiated. 
38 In an extensive Indiana study, a detailed survey was given to 
every superintendent in the state. The respondents were asked to 
describe criteria by which substitutes were evaluated. In the criteria 
reported, "availability" was listed as a criterion more than twice as 
many times as was successful teaching. Rapport with students was listed 
only once. Even more distressing was the report from seven percent of 
the districts that when a principal was dissatisfied with the work of the 
substitute, she/he had no recourse because of lack of availability but to 
continue to use the substitute. Further, thirteen percent of the 
districts reported they had "no" or "not much" recourse when absent 
29 
teachers failed to provide preparation for the substitute. Other 
findings of the study Indicated that: 
- The problem of qualified substitutes was more acute In rural 
areas. 
- Superintendents reported that little more than half the time they 
believed there was continuity of instruction when a substitute was 
in the classroom. 
- Fourteen percent of the superintendents reported that they were 
able to provide their schools with certified personnel in all 
cases. One-half the time substitutes were assigned in areas in 
which they were specifically trained. 
A rather distressing finding of the Indiana study was that less than 
one percent of the respondents Indicated that any money was spent in 
preparing substitutes. A corollary to this finding was that although 
most people believe that collective bargaining has increased released 
time, which increases the use of substitutes, only one $150 contribution 
came from a teacher bargaining unit for assisting with instructional 
38 problems resulting from increased sick leave. 
A study that is cited in nearly all the literature that discusses 
substitute teacher effectiveness was done in New York by the Metropolitan 
45 
School Study Council (MSSC) in 1971. Approximately 18,000 teachers 
were observed and rated for classroom effectiveness. Mean scores, on a 
scale of poor (0) to outstanding (7), are shown in Table 3. 
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Table 3. Classroom effectiveness by type of instructor 
Elementary Secondary 
Regular teachers 6.12 5.01 
Specialists 5.82 4.99 
Student teachers 5.62 2.76 
Substitute teachers 1.98 0.27 
Olson (p. 25), who was working with the problem of quality 
instruction, made the following response to the MSSC study: 
What clearly stands out is the abysmal performance of the 
substitute teacher in contrast with that of the regular teacher; 
either substitute teacher performance must be improved, or 
alternatively less expensive methods of handling teacher absences 
should be initiated.45 
In another review of the MSSC study, a research bulletin published 
by Columbia University stated that "Being near zero leads to the 
conclusion that just nothing much was going on" (p. 38).^^ In an article 
by Manlove and Elliott, they concluded that if substitutes are so 
ineffective as the MSSC study suggests, there is concern that substitutes 
actually constitute a cutback in real instructional time and consequently 
39 
a cutback in student achievement. 
In relating student achievement to cutbacks in schooling, Wiley and 
Harnlschfeger, after a year of studying gains in student achievement, 
concluded that in schools where students receive 24 percent more 
schooling, they will increase their average gain in reading comprehension 
by two-thirds and their gain in math and verbal skills by more than 
one-third. These tremendous effects indicate that the amount of 
31 
schooling a child receives is a highly relevant factor in his/her 
54 
achievement. 
If these findings are indeed valid, then any cutback in school time 
must be thought of as a cutback in student achievement. With the 
information available concerning the ineffectiveness of the instruction 
when a substitute is used, how can we avoid including the absented 
classrooms among other cutbacks in instruction, and thus in student 
achievement? The studies certainly indicate that loss in learning among 
students occurs when substitutes are in the classroom, and the amount of 
time substitutes are used seems to be increasing. 
Finally, Elliot (p. 29) concluded in questioning the current 
instructional model, which centers on the interaction of student and 
teacher: "Perhaps it is a vehicle that cannot transport 20th Century 
education. If so, the dysfunctional aspects of the model will begin to 
come apart. Our attendance data suggest that some coming apart is 
14 
already under way." 
Other costs 
Student learning is the fundamental reason for which schools exist. 
Perhaps the most pressured of school management personnel is the building 
principal. Almost every district surveyed reported the primary 
responsibility for monitoring teacher absences and arranging for 
42 
substitutes falls to the principal. With the increase in teacher 
absences at school goes a corresponding increase in the time and energy 
the principal spends with this problem. Along with the clerical 
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responsibilities, substitutes require more supervision time, either 
because of discipline type problems, or because of having to evaluate the 
substitute. This can be very time-consuming, taking time away from more 
Important matters affecting the whole school. These leadership and 
management costs must also be counted in the price that students, staff, 
and the public pays for increasing teacher absences. 
The ERS study in its survey of 470 school systems nationwide found 
that: Teacher absenteeism was viewed as a high or very high management 
concern in 64.9 percent of school systems with 25,000 or more pupils; in 
45.6 percent of school systems with 10,000 to 24,999 pupils; in 38.6 
percent of school systems with 2500 to 9999 pupils; and in 33 percent of 
13 
the school systems with 300 to 2499 pupils. 
Not only are substitutes expensive, they are also hard to'find in 
some areas. Once a substitute has been reached and is scheduled to take 
the place of an absent teacher, everyone begins to experience feelings of 
uncertainty, especially the principal. No one really knows what the day 
will be like. Paul Gendler, former district administrator in Merrick, 
New York, puts it simply: "Each day begins with an unpleasant juggling 
act. We have to determine who's out, who can substitute, and how much it 
will cost" (p. 1).^^ 
Management cost related to handling of administrative detail when 
teachers are absent is just one of several costs that are somewhat 
hidden, but nevertheless very real. Manlove and Elliott, in their 
national survey of selected school principals, have suggested some other 
costs that are occurring as a result of the frequently absented 
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classroom. Some of the costs they have outlined are discussed 
39 below. 
Student Program Costs - Teachers play many roles in the total school 
program. Certainly they are critical to formal instruction in the 
classroom, but they also are central to the informal learning which 
occurs in clubs, activities, publications, and a host of other 
extracurricular areas which they direct or sponsor. When regular 
teachers are absent, the activities simply are eliminated and postponed. 
For many students, this loss of informal instruction is severe, indeed 
perhaps as severe as that sustained when the teacher is absent from the 
formal classroom. 
Organizational Costs - Teacher presence is also required for the 
planning and development processes that take place in the democratic 
school building or district. Poor teacher attendance at committee 
meetings or conferences makes such events far less representative or 
productive than they should be. In some cases, excessive teacher 
absences simply make such processes impossible. One frustrated 
superintendent reported that he had virtually given up on cooperative 
planning and development. 
Credibility Costs - Another high cost of teacher absenteeism is the 
possible loss of credibility by the education profession. Parents and 
students who look to teachers as responsible role models may be disturbed 
when those teachers appear to display questionable behavior in the 
performance of their duty. When the teacher absence rate dramatically 
and consistently increases on the days before and after the weekend, the 
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public may wonder about the timing and reality of the reported illness. 
It would seem likely that as teacher unions bargain for more control 
of working conditions and other benefits, school boards and parents 
should, in turn, demand greater accountability from teachers, including 
strict attendance policies. 
Management 
Having examined the consequences that result from teacher 
absenteeism, and after identifying the factors that might help local 
districts predict when and why absences occur, one final line of inquiry 
seems appropriate. How might absenteeism be more effectively managed 
and/or reduced so that the consequences of absenteeism might be 
minimized? 
If school districts ever hope to successfully cope with absenteeism, 
it would seem reasonable Initially to diagnose the extent to which 
absenteeism is present in Individual school districts. 
Symptoms 
To determine the extent to which absenteeism has become a problem in 
a school district, Lewis has suggested several symptoms for which school 
34 districts might look: 
- ^  the board level - The board may not recognize the Increase in 
staff absences as a problem or finds itself postponing action 
because more pressing problems demand attention. The only board 
policy is on the number of days staff can take for specific 
reasons, with punitive measures if that number Is exceeded. It 
35 
does not actively encourage good attendance through any program of 
incentives or recognition. Good attendance, after all, is what 
teachers are paid for, the board believes. 
- At the administrative level - Attendance records. If maintained, 
are incomplete. If they are complete, they are used only to keep 
track of leave days each staff member has coming. They are not 
used to monitor patterns of absenteeism, with the eye to improving 
attendance. Administrators believe it Is hard to separate 
legitimate from illegitimate absences, and that teachers deserve 
"sick" days to overcome burn-out. 
- Among teachers and staff - There Is an Increasing legitimacy to 
the notion that staff may decide for themselves whether they have 
just cause for using sick leave for other than personal or family 
Illness. In some districts. It appears that no one cares about 
good attendance. 
Strategies 
Once a school district has identified that symptoms do exist, the 
next step Is to design an attendance Improvement program that will help 
reduce or control the problems created by teacher absenteeism. The 
literature suggests that there is no single strategy that works. The 
strategy is contingent upon the situation that exists within each 
Individual school district. Woodbury, New Jersey, Superintendent R. 
Craig Barry, however, suggested that there are three basic elements 
28 present In any strategy: 
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1. Employees must think It Is reasonable. 
2. The board should not have to spend a lot of money for It nor 
the administration a lot of time. 
3. The strategy should have the potential to succeed. 
Two major studies done at the state level offered general strategies 
for effectively reducing teacher absenteeism. 
The Pennsylvania study found that the most effective policy in 
reducing absenteeism was requiring teachers to speak directly to the 
46 principal when reporting an absence. Table 4 compared the various 
methods of reporting absences. 
Other recommendations of the Pennsylvania study Include: 
- Building principals should maintain personal contact with the 
absent teacher during the period of absence and should speak 
directly with the teacher upon return to work. 
- A monthly absentee report should be available In each district 
that identifies information on absentee rates for district 
schools and programs. 
- School boards should enact policies on absenteeism 
including disciplinary actions for absences that are not 
legitimate. 
- When hiring, former absentee records should be reviewed. 
- Counsel those teachers having a high Incidence of absence. 
44 The Ohio study recommended the following strategies In setting up 
an absence Improvement program: 
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Table 4. A comparison of the teacher absence rate to the method used 
for reporting an absence 
Contact 
Method used 
by percent 
Mean work absence 
rate by percent 
Superintendent 0 0 
Building principal 66.4 4.508 
Central office administration 4.1 4.648 
Building secretary 8.9 4.778 
Central office secretary 8.9 4.985 
Answering service (district) 4.8 5.209 
Answering service (contract) 4.8 5.629 
Other 2.1 6.486 
- Establish an employee monitoring system. It Is Impossible to know 
whether a school district has an absenteeism problem unless data 
have been gathered and evaluated* The sophistication of the 
system varies with capabilities of each school system. 
- The program must be comprehensive. It must deal with all 
employees and be well communicated throughout the system. The 
communication would take the form of staff meetings, bulletins, 
and individual counseling with staff members. 
- It must be supported from the top. The New York study stated the 
responsibility should be assigned to a specific official of the 
42 
administrative staff. 
- The program should provide some means of recognizing and 
commending regular attendance (words of praise, recognition 
dinners, written on the evaluation, giving money for unused sick 
leave). 
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- Above all, an effective system must Involve the teacher's 
Immediate supervisor. Educational data and data from Industry 
support the fact that the Involvement of the Immediate supervisor 
Is the single most critical factor In the success of any program. 
This Implies Inservlce for principals designed to assist them to 
work purposefully toward absentee reduction. 
A Birmingham, Michigan, study suggested that each principal develop 
a plan to control employee absenteeism. Specifically, the study 
recommended counseling of employees In circumstances such as the 
34 following: 
- When a pattern develops (ex: Monday, Friday; before or after a 
holiday). 
- When an absence Is taken for Illness on Inclement weather days. 
- When absences occur on special days (opening day of hunting 
season, baseball season, etc.). 
- When employees who appeared to be In robust health the previous 
day are gone the following day. 
- When an employee has reported an Illness for more than one day. 
Absenteeism can be reduced through the organized efforts such as 
those recommended above. The Akron, Ohio, school district, using many of 
the recommendations from the Ohio study, reported a reduction In 
absenteeism from an average of 6.35 days per staff member per year In 
1973-74, to 4.56 average days per staff member per year In 1976-77.^ 
This translated Into sick leave savings of over 136,442 dollars, or 
approximately 68,220 dollars per year. Likewise, the Birmingham, 
39 
Michigan, school district reduced substitute costs from 225,000 dollars 
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to 175,000 dollars in one year's time* 
All educators could find a good use for extra money in their school 
districts. More Importantly, however, the instructional programs will be 
significantly less interrupted. 
Case studies and related recommendations 
The remainder of this section on management will be used to 
Illustrate several case studies involving schools who have attempted to 
do something about managing absenteeism along with other recommendations 
that relate to the areas being considered. The case studies and 
recommendations will be divided into four categories—those attempting to 
manage absenteeism through: revamping their substitute teacher programs; 
a direct change in district policies and administrative approaches; 
providing monetary awards or recognition; and promoting health awareness. 
Revamped substitute teacher programs There are several school 
districts who have creatively tried to minimize the loss in quality 
Instruction created by the absent teacher. 
Syossett (N.Y.) high school saved about twenty percent of its 
substitute teacher budget by running an enrichment program for 
22 
students. A teacher who intends to miss a day of school can request a 
substitute, or refer students to the enrichment program. During the 
class period that would normally be filled by a substitute, the student 
has the choice of going to the library, auditing another class, or 
selecting from a variety of speakers, demonstrations, or films scheduled 
40 
by the substitute enrichment program* 
The program grew out of student frustration with substitutes. 
Students questioned why they had to have a "babysitter." 
' The program is run by a program coordinator, two assistants, and a 
core of dedicated students. The students choose the programs, contract 
the speakers, and provide the publicity and the follow-up. In a typical 
year, four hundred fifty live programs and a number of films are 
presented. At any one time, a minimum of thirty-five students are 
working for the enrichment program in their free time. 
The program administrator's salary is paid with funds that would 
normally be used to pay substitutes. About one-half of the guest 
speakers are paid. 
At first, Syossett teachers were skeptical, and only twenty to 
thirty percent requested the program. Eventually only twenty to thirty 
percent requested a substitute. 
In 1976-77, the 2700 pupil New Rochelle (N.Y.) high school spent 
22 
approximately 40,000 dollars on substitutes to cover teacher absences. 
In looking for alternatives, they sought not only a program that would 
save money but also one that would relate to the subject matter of each 
class. 
New Rochelle teachers were required to prepare two emergency lessons 
whenever they were absent that could be used with the students. The 
lessons were self-contained learning packages that took one class period 
to complete and could be used at any time during the school year. 
The students reported to a departmental resource room that was 
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staffed by a paraprofesslonal* Once the students were acclimated to the 
system, one aide could serve up to three classes. The key to success, 
according to the principal, was the quality of the assignments. 
Their solution saved about sixty percent of the substitute budget. 
Moreover, it was educationally sound and had reduced the excessive class 
cutting that used to accompany putting a substitute in charge of a class. 
A plan devised at Ellington high school, Ellington, Connecticut, has 
operated so successfully that it had received national publicity. The 
money usually budgeted to hire substitutes was used to hire three 
paraprofessionals who joined three others already on the staff.These 
paraprofessionals supervised all non-instructional activities previously 
assigned to professional staff. National teacher organizations have long 
argued for the removal of teachers from these kinds of duties. This 
removed teachers from the duties of study hall, the cafeteria, in-school 
suspension rooms, supervision of corridors and lavatories, and bus duty, 
and placed them in educational settings. 
All teachers who had supervision responsibilities like those above 
were rescheduled to resource rooms "within their own certification" where 
students could come for extra assistance. 
From the resource rooms, staff were assigned on a rotation basis to 
cover classes of absentee teachers. Because the teachers covered classes 
in their own area of expertise whenever possible, continuity was assured. 
The teacher covering the class would be there tomorrow. There was 
Improvement in classroom atmosphere and overall building climate. 
Lawrence-Cedar Hurst high school. Long Island (N.Y.), found that the 
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quality of the substitute hired for one to three days was certainly 
questionable. It began paying regular teachers an hourly rate In lieu of 
hiring substitutes, unless the requirement was for more than three 
days.^® 
The Highland Park and Deerfleld high schools» Highland Park, 
Illinois, tried something new. A limited number of full-time substitutes 
with different teaching backgrounds were employed on a dally basis, 
whether substitutes were needed or not. If no substitute was required In 
a teaching field on a particular day, the unasslgned "permanent 
substitute" served In other ways. Including extracurricular assignments 
in the building. 
The literature suggests several other strategies that might enhance 
the substitute program of any school district. The purpose underlying 
the strategies that follow is to Improve substitute teaching quality. 
The strategies include: 
- Requiring sufficient pre-absence preparation by the contract 
teacher so the substitute can do a better job. Perhaps the 
contract teacher's pay for the absent day could be contingent upon 
sufficient pre-absence planning. 
- Providing Inservice training for substitutes. This would include 
orientation to building forms, procedures, schedules, and 
expectations as well as Inservice in each of the subject areas. 
- Suggesting that substitutes belong to professional organizations 
and participate in them. They should also be encouraged to seek 
additional help through participation in seminars, workshops, and 
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advice from classroom teachers. 
- Providing Inservlce programs for contract teachers to acquaint the 
teaching staff with the potential effects of their separation from 
their classroom and the problems Inherent In substitute teaching. 
- Appointing one person to be In charge of substitute teachers to 
help professionalize the substitutes' job and position through 
planned programs. 
- Providing administrative support to help substitutes be more 
effective teachers. This Involves proper assignments of subjects 
and grade levels, and the opportunities to be evaluated. 
Another alternative Is suggested by Robb.*^ He proposed that It was 
time to eliminate the position of the substitute. He believed that 
discipline, difficult enough, was better maintained by placing known 
teachers in charge or offering students with absent teachers alternative 
activities or programs. Robb maintained that money would be saved and 
spent on other things and that school districts throughout the country 
could begin to see that there is nothing to be gained by maintaining 
substitute programs. 
Policy and administrâtive changes Boards and administrators must 
lead the way. Policies that encourage attendance and discourage 
absenteeism must be developed in cooperation with teachers and support 
staff. 
In one year, the Merrick, New York, school district cut Its teacher 
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absences from 990 to 440, a reduction of fifty-five percent. The 
approach used by the district was relatively simple. 
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First, the board changed district policy to include attendance as a 
a criterion for teacher evaluation. Consistent attendance was made an 
important factor for evaluating both beginning and tenured teachers. 
Next, the superintendent explained the new policies to principals 
and department heads and made it clear they were fully accountable for 
implementing the new policies. Principals were asked to monitor closely 
attendance patterns and to discuss promptly erratic attendance with 
individual teachers. If no improvement in attendance was shown after a 
teacher had been spoken to, a written note was sent to the superintendent 
and a copy was placed in the teacher's file. 
Central office personnel met regularly with principals to discuss 
attendance patterns and to plan appropriate action. The superintendent 
met with the president of the teachers' association to explain the Intent 
of the new policies, emphasizing that only the abuse of sick leave 
policies was being attacked. 
Two years later, under a new superintendent, the Merrick school 
district took another step toward further reducing teacher absenteeism by 
doing three things: raising the consciousness of teachers to the 
problem; making principals accountable; and tightening personnel 
22 policies. 
The biggest factor was raising the consciousness of teachers that 
excessive absences were a problem and that those absences were being 
monitored. The personnel office started keeping attendance cards for 
teachers, so that the superintendent was able to scrutinize the cards 
regularly. 
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In addition, the district changed two policies regarding leave. The 
policy regarding personal leave was changed from "family illness" to 
"immediate family." The other policy change which allowed teachers to 
take half days off for personal leave, thus allowing them to use their 
five days on different half-day periods, was changed to five full days. 
Using this total approach, the district found that attendance 
Improved among those teachers whose absences had been at a satisfactory 
level, and there was even a dramatic change in several flagrant cases. 
Antloch, Illinois, community school, triggered by a rise in teacher 
absenteeism in 1978-79 that averaged almost ten days per year per 
teacher, was determined to reduce absenteeism. The school district, a 
small semi-rural semi-suburban district, using a series of simple steps 
over a four-year period, turned their situation around. By 1982-83, the 
absentee rate was less than half the former average of ten days, or 4.26 
days per teacher. The following steps were followed: 
- Absentee records were compiled and published for the school board 
for both teachers and non-certified staff members for the 1978-79 
school year. By doing this, it implied that they Intended to do 
something about it. 
- Attendance was tied to teacher evaluation. 
By 1980-81, the absence rate had dropped to 7.46 days per teacher 
per year. However, that wasn't good enough: 
- In 1981-82, they began requiring teachers to call the principal 
directly and justify their absence. 
- That same year, the district regained control of the use of 
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personal leave, by requiring administrative approval for personal 
leave taken before and after weekends as well as before and after 
holidays and vacations. 
By the end of the 1981-82 school year, the absence rate had dropped 
to 5.96 days per teacher per year. 
- The 1982-84 contract allowed teachers a cash bonus for good 
attendance. The board agreed that any unspent funds remaining in 
the substitute teacher fund at the end of the year would be 
divided proportionately among the teachers who miss fewer than six 
days each year. At the end of the 1982-83 school year, the 3360 
dollars remaining in the fund was divided among eligible teachers. 
The bonus amounted to $20.50 per day or a lump sum of $123 for 
someone with perfect attendance. 
The publicity gained from the increase in attendance rates had 
enhanced public support for the school. Achievement scores were also up, 
leading the district to believe that teachers being in the classrooms on 
a much more regular basis had made a difference. 
Failing to monitor absenteeism can lead to employees (because of not 
being held accountable for attendance), over time, viewing those days of 
sick leave or personal leave as an inalienable right rather than a 
generous provision. 
Lewis suggested using a computer-produced employee absenteeism 
profile to help teachers track their own attendance records and help 
administrators deal with identifiable absenteeism patterns among staff 
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members. 
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Lewis was convinced that most schools didn't monitor employee 
attendance properly. He suggested that if one were to monitor 
absenteeism, one would discover that eighty percent of the absences were 
incurred by twenty percent of the staff. 
The main purpose of the employee attendance profile was to help 
employees Improve their attendance records. If teachers could clearly 
see how and when they were absent, they could work to Improve. 
Although staff attendance could Improve quickly using the profiles, 
employees still had to be consistently encouraged in order to sustain 
high attendance levels. The keys were to rely on employees to monitor 
their own attendance, to review overall attendance on a monthly basis, 
and to follow up with counseling. 
There were many other recommendations that were scattered throughout 
the literature, all aimed at reducing teacher absenteeism. The 
recommendations that follow can be added to the arsenal of strategies to 
help manage the problem more effectively: 
- Decentralize the substitute teacher budget, and place It under the 
control of principals so they have some flexibility In setting up 
Incentives. 
- Have principals praise good attendance; show concern for those who 
have been absent; and keep their own records. If teachers don't 
respond, issue a letter to them documenting the concern; provide 
an example (discipline the serious offender and make certain your 
own attendance record stands up to scrutiny). 
- Require teachers to give principals In person an explanation of 
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their absence upon return to duty* 
- Allow unlimited accumulation of sick leave days. This will assure 
employees that they don't have to use them up or lose them. The 
first school board to do this (Bristol, R.I., in 1926) recorded 
28 the lowest rate of teacher absenteeism in the country. 
- Investigate attendance records of job applicants. 
- Reserve the right to request documentation of illness. 
- Publish district attendance data in newsletters. 
- Publish a handbook of leave policies and procedures. 
- Avoid answering machines. 
- Departmentalize by subject, grade, etc. (this will reduce subunlt 
size—the larger the subunlt size, the more frequent the 
absences). 
Monetary awards or recognition Tying good attendance to monetary 
rewards and recognition has been used by many school districts in a 
variety of ways to improve teacher attendance. 
Along with returning accumulated sick leave to teachers as a bonus 
at the time of retirement, the Elmwood school district paid a death 
benefit that was based on accumulated sick days.^^ 
A teacher, upon retirement, was granted terminal pay at the rate of 
the per diem contracted salary for that year of service. All retirement 
was defined as age sixty-five. If the teacher retired between sixty and 
sixty-five, the percentage of accumulated days was reduced at the rate of 
five percent per year under age sixty-five. The percentage of 
accumulated sick leave for terminal pay was increased five percent each 
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year beginning with seventy-five percent of accumulated sick leave (120 
days or less) at age sixty (see Table 5). 
Table 5. The percentage of accumulated sick leave days by age of 
retirement 
Percentage of 
Age accumulated sick days 
60 75 (90)® 
61 80 (96) 
62 85 (102) 
63 90 (108) 
64 95 (114) 
65 100 (120) 
^Numbers in parentheses indicate maximum number of days. 
Terminal pay was also paid to beneficiaries or the estate of a 
teacher who died prior to retirement. Seventy-five percent of a 
teacher's accumulated sick leave days would be paid to beneficiaries or 
the estate of a teacher who died prior to age sixty. 
Stockbridge public schools in Stockbridge, Wisconsin, was a small 
rural district. It was the kind of district that generally had the least 
difficulty with teacher absenteeism. Yet, even there, a modification in 
the usual sick leave language of the master contract showed some positive 
results. 
Two teachers had used a total of forty-six days of sick leave at 30 
dollars per day for a cost of 1380 dollars. These same teachers used a 
total of twenty-two days of sick leave after the language change, costing 
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the district 660 dollars* What is more important is that the students 
began receiving Instruction more often from their regular teachers* 
The new language: Severance pay was granted to teachers leaving the 
district at a rate of one-half day's salary for each day of unused sick 
leave. The same pay was also granted to teachers who had accumulated 
more than one hundred days of sick leave. This bonus was paid at the end 
of each contract year for the number of days exceeding one hundred. 
Staff members at Scotch Plains-Fanwood high school looked at a 
number of ways to reduce absences.They selected a positive 
reinforcement plan for teachers. A cash bonus incentive was payable for 
good attendance according to the schedule presented in Table 6. 
The Houston, Texas, school district, when faced with the problems of 
high teacher turnover, high teacher absenteeism, and the need to improve 
instruction, committed themselves to an incentive pay plan to reward 
49 teachers who demonstrated they had gone the "second mile." One of the 
criteria for being eligible for participation was having five or fewer 
days absence during the current school year, along with no unexcused 
Table 6. A cash bonus incentive based on the number of sick days taken 
Sick days taken Annual bonus 
0 $200 
1 
2 
3 
4 
175 
150 
100 
50 
5 or more 0 
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absences. Of the six categories qualifying for Incentive pay, teacher 
attendance that exceeded the minimum (five or fewer) was one. Stipends 
ranged from fifty to five hundred dollars, depending on the number of 
days of absence* 
The Texas state retirement system allowed teachers to select his or 
her five highest salary years to compute retirement benefits. The 
attendance stipend In the Houston "second mile" plan was added to the 
salary for the year In which It was earned, enhancing retirement benefits 
as well as current Income. The district had awarded nearly two million 
dollars to good attenders. The Incentive program had resulted In a 
twenty-five percent drop in absences, a significant increase in students' 
standardized test scores, and a notable positive redirection of district 
resources. 
The DeKalb Co. Schools in Georgia developed a plan called the 
Meritorious Attendance Recognition Program for their employees which 
included administrators, teachers, and other staff. In the first year 
they cut staff absences from an average of 7.6 days per employee to 6.4 
days. That translated into 3916 fewer teacher absences, thus saving 
18 $156,000 in substitute teacher cost. 
One of their incentives was to give a $300 savings bond to all 
teachers with perfect attendance. Those who missed two days or fewer got 
a $200 bond, and those with four or fewer days missed received a $100 
bond. Perfect attendance rose from 591 the previous year to 929. All of 
those with perfect attendance were then eligible for a drawing to win a 
computer donated by Apple. 
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Letters of commendation were mailed at the end of the year to those 
staff members with low absence rates (four or fewer days). Copies of 
these letters were placed In the recipient's personnel file. 
To add some team concept to their plan, certificates were presented 
each month to the eleven schools that logged the best staff attendance 
records and plaques were presented at the end of the year to the eleven 
schools with the best overall staff attendance records and to the eleven 
schools that showed the most Improvement In attendance. Â trophy was 
presented to the one school with the best overall attendance for the 
school year. 
The district also restructured school system sick-leave policies, 
Increasing the maximum number of days that could be accumulated and 
initiating a buy back system when leaving the system or retiring. The 
school board also adopted a policy stressing the importance of staff 
member attendance. 
In Gary, Indiana, teachers determined whether or not absentee 
teachers were reimbursed. Funds for payment of substitutes were given to 
the committee in September; what was left was distributed to all teachers 
37 in June. The system had its flaws, but there weren't many absences. 
Another suggestion offered by Pitkoff is that school districts 
reduce the number of sick leave days (from ten to five, for example). 
They then offer five extra days' pay each year. If the teacher chooses 
to use more than five "sick" days, he/she would forfeit the extra pay 
(one day's worth for each extra day absent). 
There are as many ways to be creative with monetary rewards for good 
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attendance as there are school districts. The key Is adopting a plan 
that best suits the individual needs of the school district* 
Health awareness Some schools have an Insurance protection plan 
which provides Insurance against the loss of pay, once accumulated sick 
pay has been exhausted. Winkler found that Insurance protection plans 
result in higher short-term absenteeism.^^ 
It would seem that a program that would develop teacher health 
awareness, make teachers more physically fit, and in the process reduce 
teacher absenteeism would be better protection, along with having a wider 
range of benefits. 
The Madison, Wisconsin, public schools started a wellness program in 
1978-79 to combat the related problems of rising health Insurance costs 
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and employee absenteeism. The cost of health claims had risen 268 
percent over the previous three years, and employee absenteeism had risen 
15 percent over the previous four years. 
. The wellness program was originally piloted by involving the 109 
district administrators. The program included clinics on smoking, 
nutrition and stress management and activities such as running, canoeing, 
cross country skiing, tennis, and exercise classes. 
The program resulted in changes of attitude toward physical fitness 
and nutrition. This resulted in moving the number of administrators in 
the high risk category from thirty-four to five. 
A proposal was given to the district's health carrier suggesting a 
rate reduction based on an effective reduction in health risk. The 
Insurance company said, however, that it might have to raise rates for 
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poor health risks If it lowered premiums for good risks. However, the 
effects of the program, if done on a large scale, could reduce claims 
which would "balance things out" in five years. 
About fifty percent of the participating principals initiated 
some sort of wellness inservice for their staff. During the 1978-79 
s.chool year, employee absenteeism dropped for the first time in 
fifteen years. Consequently, Madison saved 45,000 dollars in substitute 
costs. 
In the 1979-80 school year, the program was being expanded to all 
staff members. 
The district cites other benefits including a definite change in 
school climate. When staff members feel better about themselves, they 
feel better about others, leading to reduced conflict between students 
and teachers and between teachers and administrators. 
The Dallas Independent school district, through a stress reduction 
and health awareness program, in two years Involved approximately 4500 
employees and 500 spouses.^ Realizing that too many working days were 
being lost to staff absenteeism, the school system asked the Institute 
for Aerobics Research in Dallas to conduct a pilot project that was later 
Implemented into the school system. 
In the pilot program, staff members from three schools were chosen 
to take part In the health promotion project. Their fitness levels, 
stress levels, and absenteeism rates were compared to a control school 
that did not take part in the training. 
The participants were tested twice, before and after the program was 
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completed. After.thirteen weeks of the pilot program, It was evaluated. 
In general, participants felt better about themselves and their overall 
well-being and were significantly better able to handle stress. 
The payoff for the school system, on top of the improved mental and 
physical health of the staff, is that absenteeism averaged 5.88 days per 
year for the experimental group and 8.36 days per year for the control 
group. Similar results were achieved system-wide, once the program was 
expanded. 
The program cost the school system approximately 250,000 dollars the 
first year it was adopted system-wide. The second year cost was 500,000 
dollars. The payoff has been substantial. Besides Improving staff 
morale and program stability, the program has saved 493,000 dollars in 
substitute salaries. Long-term benefits include higher reductions in 
money spent for substitutes, increased instruction time, and a possible 
reduction in health insurance premiums for the district. 
Not only do health promoting activities like those mentioned above 
raise morale and reduce stress among teachers, they also help principals 
measure the true effectiveness of their school programs. It is easier to 
accomplish goals with happy, motivated people who show up at work than It 
Is to manage a school full of teachers with physical and emotional 
problems who are prone to illness that keeps them out of the classroom. 
A final thought 
Programs should not be implemented until an assessment is made 
regarding their direct and indirect costs. These costs must be weighed 
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against the financial and educational costs of excessive teacher 
absenteeism. 
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CHAPTER III. METHODS AND PROCEDURES 
This study was initiated to determine the affect of teacher absences 
on school districts in Iowa. Data were collected through the use of 
questionnaires sent to superintendents and principals of Iowa's four 
hundred thirty-four (434) school districts. 
Part I of the study, the data for which were gathered through 
the use of the Superintendents' Questionnaire (Appendix C), was 
designed to gather Information about each individual school district's 
attendance patterns for the 1981-82 and 1985-86 school years. The 
major components studied in Part I dealt with: (1) The kinds of 
leaves of absence granted to teachers under board policy or collective 
bargaining agreements and the number of days allowed under each 
absence category, and (2) the actual number of days missed by teachers 
in each absence category, as well as the dollar cost Incurred from those 
absences. 
Part II of the study, the data for which were gathered through the 
use of the Principals' Questionnaire (Appendix E), was designed to 
determine how teacher absences were perceived by principals in 
relationship to the effect teacher absences had on the overall 
effectiveness of their schools. The questionnaire dealt specifically 
with: (1) The management cost, in time, created by the absent teacher; 
(2) the effect absences have on the quality of Instruction, student 
discipline, student achievement, student/community attitudes and 
principal/teacher relations; and (3) the overall degree of concern on the 
58 
part of principals related to teacher absenteeism. 
Part III of the study, the data for which were gathered through the 
Superintendent and Principal Questionnaires, was designed to determine 
what characteristics, as perceived by principals or reported by 
superintendents, might Influence the frequency with which teachers are 
absent. These characteristics Included gender, age, teacher 
effectiveness, district size, socioeconomic status of students, and 
teacher tenure longevity In the district. 
Â fourth part of the study, the data for which were gathered through 
the Superintendents' Questionnaire, was designed to find out if schools 
were doing anything to manage or reduce absences, and if they were, was 
what they were doing making a difference? 
Assumptions Applicable to this Study 
1. That all school districts studied had accurate methods for keeping 
track of teacher absences and substitute teacher costs. 
2. That the absence questionnaire instrument was a carefully developed 
instrument that provided a reasonably accurate portrayal of teacher 
absences and district costs. 
3. That the participating superintendents and principals submitted 
candid appraisals and data on teacher absences, teacher absenteeism, 
district costs, and quality of instruction when teachers were gone. 
4. That, between the Iowa Department of Public Instruction and the 
local school districts, the researcher received good data. 
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Construction of the Instrument 
The Superintendents' Questionnaire consisted of twenty-seven (27) 
items, divided into six parts, which provided district information. The 
questionnaires were coded by district code number only, to insure 
complete confidentiality. 
Part B of the questionnaire established the district as having or 
not having a collective bargaining agreement, so that comparisons could 
be made between teacher absence rates in bargaining versus non-bargaining 
districts. Using questions in Part B, information was sought that made 
it possible to calculate the absence rate per teacher for each school 
district for the 1981-82 and 1985-86 school year, as well as establish 
the size of each district for classification and comparison purposes. 
Part C of the Superintendents' Questionnaire was designed to gather 
information about leaves of absence allowed under collective bargaining 
agreements or board policies for the 1981-82 and 1985-86 school years to-
help determine the impact, if any, of collective bargaining on teacher 
absence rates. 
Part D of the Superintendents' Questionnaire was designed to gather 
information about actual teacher absences in each school district for the 
1981-82 and 1985-86 school years. The data collected were used to (1) 
calculate teacher absence rates, (2) compare 1981-82 rates with 1985-86 
rates, and (3) compare actual absences with allowable absences. 
Part E of the Superintendents' Questionnaire was designed to gather 
information on dollar costs per day for substitute teachers that would 
help establish constant dollar costs for the 1981-82 school year when 
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compared to the 1985-86 school year. Part F of the Superintendents' 
Questionnaire was designed to gather information about what schools were 
doing, if anything, to reduce or manage absences. The data were used to 
compare teacher absence rates of those who responded "yes" and those who 
responded "no". 
Information on district expenditures for substitute teachers for 
1981-82 and 1985-86 was obtained from the Department of Education as 
reported by the Secretaries' Annual Report submitted by each school 
district in Iowa. The data were used to determine the cost per student 
for substitute teacher salaries in each school district for comparison 
purposes. 
To determine socioeconomic status of school districts, information 
was gathered from the Department of Education In regard to the number of 
free and reduced lunches served per month by each school district for the 
1981-82 and 1985-86 school years. This information was used to determine 
the effect of student socioeconomic status on teacher absence rates. 
The Principals' Questionnaire (Appendix E) consisted of ten (10) 
questions which dealt with the principals' perceptions. The 
questionnaires were coded by district and principal number to insure 
complete confidentiality. The principals were asked to indicate their 
position so that comparisons of questions one through ten could be made 
according to position levels of respondents. 
Questions one and two were constructed to determine management 
costs, in extra time spent, when teachers are absent. Questions three 
through eight were designed to determine the area of concern caused by 
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teacher absences and the level of concern as determined by a Llkert scale 
rated high to low. 
Question ten of the Principals' Questionnaire was designed to 
compare the characteristics of those who are absent, based on perceptions 
of the principal. 
Both the Superintendent and Principal Questionnaires were developed 
through a joint effort with the Iowa Association of School Boards. The 
questionnaires were then submitted to five experts at Iowa State 
University for further validation. Sample surveys and questionnaires 
were used not only in the development of the format but also in 
determining the kinds of participant response items. 
Pilot Testing of the Instrument 
The Instrument was administered to graduate students at Iowa State 
University enrolled in the Professional Studies Department during the 
spring of 1987. The instrument was also given to two practicing 
principals, one superintendent, and one personnel director in school 
districts in Iowa. 
Respondents were asked to critique the instrument, giving feedback 
in the following areas: Clarity of the questions, appropriateness of 
questions, design of the response items, amount of time needed to 
respond, and their ability to provide the information that was asked for. 
Respondents were also asked for their feelings toward the need for such a 
study. 
Based on the recommendations of those individuals who critiqued the 
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survey Instrument, several changes were made to Increase the workability 
of the questionnaires. Those changes included: (1) rewording of several 
questions for clarity purposes; (2) elimination of three questions that 
were inappropriate; (3) addition of a cover letter for principals to help 
explain the purpose of the questionnaire and procedures for filling it 
out; and (4) the addition of several attendance categories for the 
collection of attendance data. 
Selection of the Sample 
This study was conducted during the spring term of the 1986-87 
school year in the four hundred thirty-four (434) school districts in 
Iowa. The superintendents and principals in the 434 school districts 
were asked to represent their districts by responding to the survey 
instruments. For parts of the study, the participating school districts 
were stratified by district size, using seven categories for comparison 
purposes (Table 7). The principals were further stratified by building 
level (Table 7). 
The Research Paradigm 
Each school district in Iowa was sent a packet that included: (1) a 
cover letter from the Iowa Association of School Boards endorsing the 
study (Appendix A); (2) a cover letter for superintendents and a cover 
letter for principals explaining the purpose of the study, the procedures 
to be followed, and a statement insuring their confidentiality 
(Appendices B and D); (3) a Superintendents' Questionnaire; (4) a 
Principals' Questionnaire; and (5) a self-addressed, stamped envelope. 
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Table 7. Profile by building level and district size of those principals 
who responded to the questionnaire 
Level of Number of Cumulative 
principal Group principals Percent percent 
Part A 
Elementary 1 361 52.0 52.3 
Jr. high 2 115 16.6 69.0 
High school 3 214 30.8 100.0 
Total 694 100.0 100.0 
District Number of Cumulative 
size Group principals Percent percent 
Part B 
0-499 1 149 21.5 21.5 
500-749 2 106 15.3 36.8 
750-999 3 60 8.6 45.4 
1000-1499 4 69 9.9 55.3 
1500-1999 5 72 10.4 65.7 
2000-3499 6 69 9.9 75.6 
3500-up 7 169 24.4 100.0 
Total 694 100.0 100.0 
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Prior to sending out the questionnaire, the research proposal had 
been submitted to the University Committee on the Use of Human Subjects 
In Research for approval* Following assurances that the confidentiality 
of participating administrators and school districts would be 
safeguarded, project approval was granted on March 17, 1987. 
Data for this study were collected on the questionnaires themselves 
through a mailed response procedure. 
Four hundred thirty-four (434) Superintendent Questionnaires were 
sent out; of those, 213 were returned. This gave a return rate of 49.1 
percent. One hundred ninety-three (193) of the Superintendent 
Questionnaires that were returned were actually used. Twenty were not 
usable because of Inappropriate or Incomplete responses. 
One thousand three hundred sixty-eight (1368) Principal 
Questionnaires were sent out; of those, 694 were returned. This gave a 
return rate of 50.7 percent. The data from all 694 of the Principal 
Questionnaires were acceptable for use in the study. 
Processing of Data 
Data obtained were descriptive as well as comparative, and the 
statistical treatment reflected both aspects. The data were analyzed 
using the program on the WYLBUR: Statistical Package for the Social 
Sciences (X, 1987) Software program at Iowa State University. 
Part 1 of the study deals with information about each individual 
school district's teacher attendance patterns. Descriptive statistics 
(means) were used to report teacher absence rates. À paired t-test was 
65 
used to compare 1981 absence rates with 1985 rates. The paired t-test 
was also used to compare cost/student for the 1981-82 and 1985-86 school 
years. A t-test for comparison of groups was used to compare sick leave 
days allowed and absence rates, as well as for comparing teacher absence 
rates for schools who have or do not have negotiated contracts. A one­
way analysis of variance was used to compare teacher absence rates and 
cost/student In relation to size of the school districts. A one-way 
analysis of variance was also used to compare teacher absence rates 
according to socioeconomic status of students in the districts surveyed. 
Part II of the study deals with principal perceptions of the effect 
of teacher absences on their schools. In Part II, frequency counts and 
means were used to compare the perceived feelings of principals as 
related to teacher absences. The responses were also identified as to 
building level and size of district of respondents. Once the responses 
were categorized by building level and district size, the data were 
analyzed using the one-way analysis of variance test. The ANOVÂ program 
reports mean, standard deviation, source of variance, degrees of freedom, 
mean squares, and F-values. 
When using the ANOVA, if a significant difference was produced, the 
Tukey and/or Duncan post hoc evaluation tests were administered to 
identify the location and direction of the difference. 
Part III of the study deals with principals' perceptions of the 
characteristics that might influence the frequency with which teachers 
are absent. A paired t-test was used to compare perceived teacher 
absences when classified by gender, age, and teacher effectiveness. 
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Fart IV of the study deals with what schools are doing, If anything, 
to reduce or manage teacher absences. Frequency counts were used to 
identify the profile of the responses. The "yes" and "no" responses were 
compared according to absence rates, and the t-test was used to check for 
significant differences between the means. 
Hypotheses to be Tested 
Differences In district teacher attendance patterns for the years 
1981-82 and 1985-86 were studied Initially. The following null 
hypotheses were tested: 
1. There will be no significant difference between the average teacher 
absence rates when comparing 1981-82 average rates with 1985-86 
average rates. 
2. There will be no significant difference between the average teacher 
absence rates of school districts when compared by district size 
(student enrollment) for the 1985-86 school year. 
3. There will be no significant difference between the average teacher 
absence rates of school districts when compared by socioeconomic 
level of students for the 1985-86 school year. 
4. There will be no significant difference between the cost for 
substitute teachers, as determined by the cost/student for school 
districts, when comparing the 1981-82 cost/student with the 1985-86 
cost/student. 
5. There will be no significant difference between the cost for 
substitute teachers, as determined by the cost/student for school 
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districts, when compared by district size, for the 1985-86 school 
year. 
6. There will be no significant difference between the average teacher 
absence rates of school districts, when comparing school districts 
who have negotiated contracts with those who do not. 
7. There will be no significant difference in the absence rate of 
teachers, when comparing school districts with no plan for reducing 
or managing absences with those who do have a plan. 
Differences in principals' perceptions of teacher absences were 
studied next. The following null hypotheses were tested: 
1. There will be no significant difference between the average time 
spent by schools in dealing with substitutes, when compared by 
building level. 
2. There will be no significant difference between the average time 
spent dealing with substitutes, when compared by district size. 
3. There will be no significant difference in the perceived effect of 
teacher absences on the quality of teaching, when compared by 
building level. 
4. There will be no significant difference in the perceived effect of 
teacher absences on faculty morale, when compared by building level. 
5. There will be no significant difference in the perceived effect of 
teacher absences on student discipline, when compared by building 
level. 
6. There will be no significant difference in the perceived effect of 
teacher absences on principal-teacher relations, when compared by 
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building level. 
7. There will be no significant difference in the perceived effect of 
teacher absences on student attitudes, when compared by building 
level. 
8. There will be no significant difference in the perceived effect of 
teacher absences on student achievement, when compared by building 
level. 
9. There will be no significant difference in the perceived effect of 
teacher absences on community attitudes, when compared by building 
level. 
10. There will be no significant difference In the perceived effect of 
teacher absences on the quality of teaching, when compared by 
district size. 
11. There will be no significant difference in the perceived effect of 
teacher absences on faculty morale, when compared by district size. 
12. There will be no significant difference in the perceived effect of 
teacher absences on student discipline, when compared by district 
size. 
13. There will be no significant difference in the perceived effect of 
teacher absences on principal-teacher relations, when compared by 
district size. 
14. There will be no significant difference in the perceived effect of 
teacher absences on student attitudes, when compared by district 
size. 
15. There will be no significant difference in the perceived effect of 
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teacher absences on student achievement, when compared by district 
size. 
16. There will be no significant difference in the perceived effect of 
teacher absences on community attitudes, when compared by district 
size* 
17. There will be no significant difference in the level of concern of 
principals about teacher absences, when compared by building level. 
18. There will be no significant difference in the level of concern of 
principals about teacher absences, when compared by district size. 
19. There will be no significant difference in the perceived absence 
rates of teachers when comparing less effective teachers with more 
effective teachers. 
20. There will be no significant difference in the perceived absence 
rates of teachers, when classified by age. 
21. There will be no- significant difference In the perceived absence 
rates of teachers, when classified by gender. 
Seven questions dealing with principal perceptions relating to 
teacher absences were also studied. Findings concerning the seven 
questions will be reported and discussed in Chapter 4, pp. 72 to 87. 
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CHAPTER IV. FINDINGS 
This study was designed to examine the effects of teacher 
absenteeism on school districts In Iowa. Twenty-eight hypotheses, along 
with seven questions, compiled the overall areas of Investigation of this 
study. 
In the' material that follows, each of the twenty-eight hypotheses 
and seven questions will be stated prior to the findings related to them. 
Sequential statements of each of the twenty-eight specific hypotheses and 
seven questions will be followed by a written and tabular presentation of 
the relevant findings. A significant level at or beyond the .05 level of 
significance was selected for rejection of a specific null hypothesis. 
Principals' Questionnaire 
The principals* questionnaire contained seven questions and twenty-
one hypotheses dealing with principal perceptions of the effect of 
teacher absences on the overall effectiveness of their schools. Table 7 
shows a profile, by building level and district size, of those principals 
who responded to the questionnaire. The percentages In Table 7 (Part A) 
are representative of the percentages of principals at each level in the 
total population of 1368 principals in the State of Iowa. 
Null Hypothesis 1 tested: There will be no significant 
difference between the average time spent by schools in dealing with 
substitutes, when compared by building level. 
Responses to how much extra time is spent in minutes per substitute 
ranged from 0 to 180 minutes. The average amount of time spent by all 
schools was 19.45 minutes per substitute. Data reported In Table 8 
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Table 8. Average extra time expended taking care of details or concerns 
related to substitutes by district size and building level 
Total Population 
Overall mean time 19.45 mln 
Responses 663 
By Level 2. 2 2 
Mean time 18.73 18.38 21.25 
Responses 343 114 206 
By District Size 2^ 2 A A A 2 
Mean time 22.28 21.59 19.26 19.00 19.78 16.82 16.88 
Responses 138 102 58 68 69 66 162 
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Indicate that high school principals (level 3) spend more time on matters 
concerning substitutes than do their counterparts at the middle school 
(level 2) and elementary (level 1) buildings* Although there are 
differences at the building level, a one-way analysis of variance 
produced no significant differences and, therefore, the null hypothesis 
remained tenable. 
Null hypothesis 2 tested: There will be no significant 
difference between the average time spent by schools in dealing with 
substitutes, when compared by district size. 
In comparing the average time spent dealing with substitutes 
compared by district size, data reported in Table 8 indicate that the 
average time spent decreases as the district size Increases. A one-way 
analysis of variance produced a significant difference (p<.014) when 
comparing district sizes, as shown by Table 9. Using the Tukey Multiple 
Range Post Hoc Evaluation Test, the significant difference was found to 
have been between group 1 (0-499) and group 7 (SSOO^up). The conclusion 
drawn is that smaller school districts spend more time in dealing with 
substitutes than do larger school districts and, therefore, the null 
hypothesis is rejected. 
Question : What area requires the greatest amount of extra 
time expended by you or your designee in dealing with substitutes? 
Respondents were asked to indicate, from a list of five areas, which 
area took the most time. Table 10 reports the frequency of responses. 
Arranging for substitutes was listed by 56.0 percent of the respondents 
as the most time-consuming of the areas listed. By comparison, the next 
most time-consuming area, related student discipline problems, was listed 
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Table 9. Average extra time expended by schools in dealing with 
substitutes, when compared by district size 
One-way analysis of variance 
Source D.F. 
Sum of 
squares 
Mean 
squares 
F-
ratio 
F-
prob. 
Between groups 6 3077.7674 512.9612 2.6889 .0138* 
Within groups 660 125907.0932 190.7683 
Total 666 128984.8606 
Multiple Range Test 
Tukey-HSD Procedure 
G 
r 
P 
G 
r 
P 
Mean Group 6 7 
16.82 6 
16.88 7 
19.00 4 
19.26 3 
19.78 5 
21.57 2 
22.20 1 * 
G 
r 
P 
4 
G 
r 
P 
3 
G 
r 
P 
G 
r 
P 
2 
G 
r 
P 
1 
^Significant at the .05 level. 
Table 10. Extra time spent by principals in dealing with substitutes, 
categorized by area of concern 
Category Frequency Percent 
Cumulative 
percent 
Arranging for substitutes 
Clerical responsibilities 
Discipline-related problems 
Sub orientation 
Supervision of subs 
Other 
Total 
384 
47 
101 
94 
49 
8 
686 
56.0 
7.1 
14.7 
13.8 
7.1 
1.3 
100 
56.0 
63.1 
77.8 
91.6 
98.7 
100.0 
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by only 14.7 percent of the respondents. An Investigation of the data 
shows that In large school districts (3500-up), respondents' concerns 
were more evenly split among the categories (Table 11), indicating that: 
(1) Someone else other than the principal may take care of arranging for 
substitutes; (2) discipline problems may be more frequent; or (3) more 
time may be spent in orienting substitutes. 
Table 11. Extra time spent by principals in the largest Iowa school 
districts in dealing with substitutes, categorized by area of 
concern 
Cumulative 
Category Frequency Percent percent 
Arranging for substitutes 50 29. 8 29. 8 
Clerical responsibilities 26 15. ,5 45. 3 
Discipline-related problems 43 25. 6 70. 9 
Sub orientation 31 18. 5 89. 4 
Supervision of subs 15 8. 9 98. ,3 
Other 3 1. ,7 100. ,0 
Total 168 100 
Question 2; For your school, please indicate your perception 
of how teacher absences negatively affect the following: Quality of 
teaching; faculty morale; student discipline; principal-teacher 
relations; student attitudes; student achievement; and community 
attitudes. 
Respondents were asked to indicate to what degree they perceive the 
seven categories as being affected by teacher absences in their school, 
by using a Likert scale of responses such that: 5 " great effect; 4 -
much effect; 3 > some effect; 2 - little effect; and 1 - no effect. 
Table 12 shows the mean effect of the principal responses for each 
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category. The data Indicate that there Is a perception among principals 
that quality of teaching, student discipline problems, and student 
achievement are all negatively affected by teacher absences. Although 
the other categories are affected, the perception seems to be that the 
impact of teacher absences on those areas is not as great. The 
implications of the data indicate that instruction and student learning 
suffer when teachers are gone. 
Table 12. Mean principal perceptions of how teacher absences affect 
certain situations in their schools 
Quality Faculty Student Principal- Student Student Community 
of morale disci- teacher atti- achieve- atti-
teaching pllne relations tudes ment tudes 
Mean 3.967 2.357 3.426 2.376 2.889 3.518 2.464 
(1) (7) (3) (6) (4) (2) (5) 
5 - great effect 4 - much effect 3 " some effect 
2 " little effect 1 • no effect 
Null Hypothesis 3 tested: There will be no significant 
difference in the perceived effect of teacher absences on the 
quality of teaching, when compared by building level. 
In comparing the means of the responses in Table 13 for the category 
"quality of teaching", the data indicate that high school principals 
perceive absences as having a greater effect than do their middle level 
and elementary level counterparts. À one-way analysis of variance (Table 
14) produced a significant difference (p<.001) when comparing the mean 
responses. Using the Tukey Multiple Range Post Hoc Evaluation Test, the 
Table 13. Mean principal perceptions, by building level, of how teacher absences affect 
certain situations in their schools 
Level Group 
Quality 
of 
teaching 
Faculty 
morale 
Student 
disci­
pline 
Principal-
teacher 
relations 
Student 
atti­
tudes 
Student 
achieve­
ment 
Community 
atti­
tudes 
Elementary 1 3.78 2.36 3.43 2.32 2.78 3.39 2.46 
Middle 2 3.96 2.36 3.55 2.44 2.98 3.54 2.48 
High school 3 4.29 2.34 3.36 2.42 3.01 3.74 2.44 
Total population 
mean 3.97 2.35 3.43 2.37 2.89 3.52 2.46 
5 = great effect 4 = much effect 3 = some effect 2 = little effect 1 = no effect 
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significant differences were found to be between levels 3 and 1 and 
between levels 3 and 2. The conclusion drawn is that quality of teaching 
is perceived to be more affected by teacher absences at the high school 
level and, therefore, the null hypothesis is rejected. 
Table 14. Perceived effect of teacher absences on the quality of 
teaching, when compared by building level 
One-way analysis of variance 
Sum of Mean F- F-
Source D.F. squares squares ratlo prob. 
Between groups 2 35 .1340 17.5670 25.3687 .001* 
Within groups 683 472 .9550 0.6925 
Total 685 508 .0889 
Multiple Range Test 
Tukey-HSD Procedure 
G G G 
r r r 
P P P 
Mean Group 1 2 3 
3.77 1 
3.96 2 
4.29 3 * * 
•significant at the .05 level. 
Null Hypothesis 3 tested: There will be no significant 
difference in the perceived effect of teacher absences on faculty 
morale, when compared by building level. 
In comparing the means of the responses in Table 13 for the category 
"faculty morale", the data indicate there is little difference in the 
mean responses by building level. A one-way analysis of variance 
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produced no significant differences and, therefore, the null hypothesis 
remained tenable* 
Null Hypothesis 5 tested: There will be no significant 
difference in the. perceived effect of teacher absences on student 
discipline, when compared by building level. 
Although there are differences in the means of the responses in 
Table 13 for the category "student discipline", a one-way analysis of 
variance produced no significant differences and, therefore, the null 
hypothesis remained tenable. 
Null Hypothesis 6 tested: There will be no significant 
difference in the perceived effect of teacher absences on principal-
teacher relations, when compared by building level. 
A one-way analysis of variance produced no significant differences 
and, therefore, the null hypothesis remained tenable. 
Null Hypothesis 7 tested: There will be no significant 
difference in the perceived effect of teacher absences on student 
attitudes, when compared by building level. 
In comparing the means of the responses in Table 13 for the category 
"student attitudes", the data indicate that high school and middle school 
principals perceive absences as having a greater effect on student 
attitudes than do their elementary counterparts. A one-way analysis of 
variance (Table 15) produced a significant difference (p<.019) when 
comparing the mean responses. Using the Tukey Multiple Range Post Hoc 
Evaluation Test, the significant difference was found to be between level 
3 and level 1. The conclusion drawn is the perception that student 
attitudes are more affected by teacher absences at the high school level 
and, therefore, the null hypothesis is rejected. 
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Table 15. Perceived effect of teacher absences on student attitudes 
when compared by building level 
One-way analysis of variance 
Sum of Mean F- F-
Source D.F. squares squares ratio prob. 
Between groups 2 8.7706 4.3853 3.9408 .0199* 
Within groups 684 761.1450 1.1128 
Total 686 769.9156 
Multiple Range Test 
Tukey-HSD Procedure 
G G G 
r r r 
P P P 
Mean Group 12 3 
2.78 1 
2.98 2 
3.01 3 * 
*Slgnlfleant at the .05 level. 
Null Hypothesis 8 tested: There will be no significant 
difference in the perceived effect of teacher absences on student 
achievement, when compared by building level. 
In comparing the means of the responses in Table 13 for the category 
"student achievement", the data indicate that the perception of the 
effect teacher absences have on student achievement becomes greater as 
students get older. A one-way analysis of variance (Table 16) produces a 
significant difference (p<.001) when comparing the mean responses. Using 
the Tukey Multiple Range Post Hoc Evaluation Test, the significant 
difference was found to be between level 3 and level 1. The conclusion 
drawn is the perception that as students get older, their achievement is 
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more affected by teachers being gone and, therefore, the null hypothesis 
Is rejected. 
Table 16. Perceived effect of teacher absences on student achievement 
when compared by building level 
One-way analysis of variance 
Sum of Mean F- F-
Source D.F. squares squares ratlo prob. 
Between groups 2 14 .1564 7.0782 7.2220 .001* 
Within groups 680 666 .4614 .9801 
Total 682 680 .6179 
Multiple Range Test 
Tukey-HSD Procedure 
G G G 
r r r 
P P P 
Mean Group 12 3 
3.39 1 
3.53 2 
3.72 3 * 
*Slgnlfleant at the .05 level. 
Null Hypothesis 9 tested: There will be no significant 
difference in the perceived effect of teacher absences on community 
attitudes, when compared by building level. 
A one-way analysis of variance produced no significant differences 
and, therefore, the null hypothesis remained tenable. 
Null Hypothesis 10 tested: There will be no significant 
difference in the perceived effect of teacher absences on the 
quality of teaching, when compared by district size. 
In comparing the means of the responses in Table 17 for the category 
Table 17. Mean principal perceptions, by district size, of how teacher absences affect certain 
situations in their schools 
. Quality ^ Student Principal- Student Student Community 
District Group of morale disci- teacher atti- achieve- atti-
® ^ teaching ^ ® pline relations tudes ment tudes 
0-499 1 4.06 2.31 3.38 2.40 2.81 3.63 2.34 
500-749 2 4.02 2.24 3.31 2.31 2.83 3.41 2.33 
750-999 3 3.83 2.28 3.10 2.22 2.67 3.35 2.27 
1000-1499 4 3.84 2.31 3.40 2.40 2.76 3.44 2.44 
1500-1999 5 4.04 2.46 3.39 2.53 2.97 3.64 2.40 
2000-3499 6 3.97 2.59 3.64 2.46 3.07 3.56 2.51 
3500-up 7 3.93 2.36 3.60 2.32 3.00 3.52 2.72 
Total population 
mean 3.97 2.35 3.43 2.37 2.88 3.52 2.46 
5 = great effect 4 = much effect 3 = some effect 2 = little effect 1 = no effect 
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"quality of teaching", the data Indicate there is little difference In 
the mean responses by district size. A one-way analysis of variance 
produced no significant differences and, therefore, the null hypothesis 
remained tenable. 
Null Hypothesis 11 tested; There will be no significant 
difference In the perceived effect of teacher absences on faculty 
morale, when compared by district size. 
Although there are differences in the means of the responses In 
Table 17 for the category "faculty morale", a one-way analysis of 
variance produced no significant differences and, therefore, the null 
hypothesis remained tenable. 
Null Hypothesis 12 tested; There will be no significant 
difference in the perceived effect of teacher absences on student 
discipline, when compared by district size. 
In comparing the means of the responses in Table 17 for the category 
"student discipline", the data indicate that principals in larger 
districts perceive absences as having a more negative effect on student 
discipline than do their smaller school counterparts. A one-way analysis 
of variance (Table 18) produced a significant difference (p<.003) when 
comparing the mean responses. Using the Tukey Multiple Range Post Hoc 
Evaluation Test, the significant differences were found to be between 
group 3 (750-999) and groups 6 (2000-3499) and 7 (3500 and up). The 
conclusion drawn is that student discipline is perceived to be more 
affected by teacher absences in larger districts and, therefore, the null 
hypothesis is rejected. 
Null Hypothesis 13 tested: There will be no significant 
difference in the perceived effect of teacher absences on principal-
teacher relations, when compared by district size. 
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Table 18. Perceived effect of teacher absences on student discipline 
when compared by district size 
One-way analysis of variance 
Sum of Mean F- F-
Source D.F. squares squares ratio prob. 
Between groups 6 16.8462 2.8077 3.3582 .003* 
Within groups 681 569.3732 .8361 
Total 687 586.2195 
• 
Multiple Range Test 
Tukey-HSD Procedure 
G 
r 
P 
Mean Group 3 
3.10 3 
3.30 2 
3.38 1 
3.39 5 
3.40 4 
3.60 7 * 
3.64 6 * 
G 
r 
P 
6 
r 
P 
1 
G 
r 
P 
5 
G 
r 
P 
G 
r 
P 
7 
G 
r 
P 
6 
*Signifleant at the .05 level. 
In comparing the means of the responses in Table 17 for the category 
"principal-teacher relations", the data indicate there is little 
difference in the mean responses by district size. A one-way analysis of 
variance produced no significant differences and, therefore, the null 
hypothesis remained tenable. 
Null Hypothesis 14 tested: There will be no significant 
difference in the perceived effect of teacher absences on student 
attitudes, when compared by district size. 
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Although principals In larger districts perceived teacher absences 
as having a more negative affect on student attitudes (Table 17), a one­
way analysis of variance produced no significant differences and, 
therefore, the null hypothesis remained tenable. 
Null Hypothesis 15 tested: There will be no significant 
difference in the perceived effect of teacher absences on student 
achievement, when compared by district size. 
In comparing the means of the responses in Table 17 for the category 
"student achievement", the data indicate there is little difference In 
the mean responses by district size. À one-way analysis of variance 
produced no significant differences and, therefore, the null hypothesis 
remained tenable. 
Null Hypothesis 16 tested: There will be no significant 
difference in the perceived effect of teacher absences on community 
attitudes, when compared by district size. 
Although principals in larger districts perceived teaching absences 
as having a more negative effect on community attitudes (Table 17), a 
one-way analysis of variance produced no significant differences and, 
therefore, the null hypothesis remained tenable. 
Question 3: Which of the following categories is most 
negatively affected by teacher absences: Quality of teaching; 
faculty morale; student discipline; principal-teacher relations; 
student attitudes toward school; student achievement; or community 
attitudes? 
Table 19 reports the frequency of the responses. "Quality of 
instruction" was perceived to be the area most negatively affected by 
over half of the respondents (52.9%). The data substantitate the 
conclusion from question 2, that Instruction and student learning are the 
most affected when regular teachers absent the classroom. 
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Table 19. Principal perceptions of the areas that are most negatively 
affected by teacher absences 
Category Frequency Percent 
Cumulative 
percent 
Quality of instruction 354 52.9 52.9 
Impact on faculty morale 10 1.5 54.4 
Student discipline 104 15.5 69.9 
Principal-teacher relations 17 2.5 72.4 
Student attitudes 30 4.5 76.9 
Student achievement 133 19.9 96.8 
Community attitudes 17 2.5 99.3 
Other 4 .7 100.0 
Total 669 100.0 
Question 4: Which of the following areas has the most powerful 
impact on school effectiveness; Quality of teaching; faculty 
morale; student discipline; principal-teacher relations; student 
attitudes; student achievement; or community attitudes? 
Table 20 reports the frequency of the responses. Quality of 
teaching was perceived to be the area that has the most impact on school 
effectiveness by two-thirds (67.0%) of the respondents. The data from 
questions 2 and 3 Indicate that those areas most negatively affected when 
teachers are absent are the same areas that have the most influence in 
promoting effective schools; namely, quality of Instruction. The 
implication is that if teachers are absent less, the quality of 
instruction is better and, therefore, schools are more effective. 
Question 5: How frequently do teachers use sick leave for 
purposes other than what was intended? 
Respondents were asked to indicate their perception of the frequency 
with which teachers abuse sick leave by responding to a Likert scale of 
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Table 20. Principal perceptions of the areas that have the most Impact 
on school effectiveness 
Category Frequency Percent 
Cumulative 
percent 
Quality of teaching 462 67.0 67.0 
Faculty morale 32 4.6 71.6 
Student discipline 26 3.8 75.4 
Principal-teacher relations 10 1.5 76.9 
Student attitudes 97 14.1 91.0 
Student achievement 40 5.8 96.8 
Community attitudes 22 3.2 100.0 
Total 689 100.0 
responses such that: 1 - very frequently, 2 - frequently, 3 - sometimes, 
4 - seldom, and 5 " never. Table 21 shows the frequency of responses as 
well as the overall mean response of 3.738. The data Indicate that the 
perception of principals Is that teachers seldom abuse sick leave. 
Table 21. Principal perceptions as to the extent that teachers abuse 
sick leave 
Cumulative 
Category Frequency Percent percent 
Very frequently 8 1.2 1.2 
Frequently 28 4.1 5.3 
Sometimes 184 26.6 31.9 
Seldom 388 56.2 88.1 
Never 83 11.9 100.0 
Total 691 100.0 
Mean • 3.738 
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Question_6: In your school, to what extent is teacher 
absenteeism of concern to you? 
Respondents were asked to indicate their perception of how concerned 
they were about teacher absences in their school by responding to a 
Likert scale of responses such that I - great concern, 2 - much concern, 
3 " some concern, 4 " little concern, and 5 - no concern. Table 22 shows 
the frequency of responses as well as the overall mean of 2.908. The 
data indicate that teacher absences are a concern of principals, and that 
the level of concern ranges between "some" and "much" concern. 
Table 22. Principal perceptions as to the degree of their concern about 
teacher absences in their school 
Cumulative 
Category Frequency Percent percent 
Great 65 9.4 9.4 
Much 118 17.0 26.4 
Some 347 50.0 76.4 
Little 140 20.2 96.6 
No _22 3.4 100.0 
Total 692 100.0 
Mean • 2.908 
Null Hypothesis 17 tested: There will be no significant 
difference in the level of concern of principals about teacher 
absences, when compared by building level. 
In comparing the means of the responses in Table 23, the data 
indicate secondary principals have a greater concern about teacher 
absences than do elementary principals. A one-way analysis of variance 
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Table 23. Average degree of concern of principals about teacher absences 
in their building as reported by building level and district 
size 
Total Population 
Mean 2.91 
Frequency (688) 
Building level 
Group 12 3 
Mean 3.05 2.79 2.74 
Frequency (359) (115) (214) 
District Size 
Group 1 2 3 4 5 6 7 
Mean 3.06 2.89 2.90 3.00 2.82 2.88 2.82 
Frequency (145) (105) (60) (69) (71) (69) (169) 
(Table 24) produced a significant difference (p<.001) when comparing the 
mean responses. Using the Tukey Multiple Range Post Hoc Evaluation Test, 
the significant difference was found to be between level 1 and level 2, 
and level 1 and level 3. The conclusion drawn Is that elementary 
principals perceive teacher absences as being less of a concern than do 
secondary principals and, therefore, the null hypothesis is rejected. 
Null Hypothesis 18 tested: There will be no significant 
difference in the level of concern of principals about teacher 
absences, when compared by district size. 
Although there are differences in the mean responses when 
categorized by district size (Table 23), a one-way analysis of variance 
produced no significant differences and, therefore, the null hypothesis 
remained tenable. 
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Table 24. Principals' levels of concern about teacher absences when 
compared by building level 
One-way analysis of variance 
Sum of Mean F- F-
Source D.F. squares squares ratio prob. 
Between groups 2 14 .6383 7.3191 8.6300 .001 
Within groups 685 580 .9533 .8481 
Total 687 595 .5916 
6 G 
r r 
P P 
2 1 
* 
^Significant at the .05 level. 
Question 7; Rank (1, 2, 3) the three items that cause you the 
most concern in relation to teacher absences (with 1 being the item 
of greatest concern, 2 being the item of next greatest concern, and 
3 being the item of third greatest concern). 
Table 25 reports the frequency of responses according to rank as 
well as the percent of principals who responded out of the total sample 
of 694. An investigation of the data shows that loss of quality 
of Instruction is by far the area of greatest concern as 472 or 68 
percent of the respondents gave it a rank of 1. Other areas that 
principals perceived as being a concern were: Eroding student discipline 
(51% gave it a rank of 1, 2, or 3); and substitute costs (38.2% gave it a 
Multiple Range Test 
Tukey-HSD Procedure 
G 
r 
P 
Mean Group 3 
2.74 3 
2.79 2 
3.05 1 * 
Table 25. Principals' perceptions of the areas of concern as affected by teacher absences, 
according to a ranking of concern 
Loss of 
quality 
of in­
struction 
Degree of 
concern 
Rank No. % 
Student 
disci­
pline 
No. % 
Substi­
tute 
costs 
No. % 
Student 
morale 
No. % 
Loss of 
credi­
bility 
No. % 
Manage­
ment 
costs 
Faculty 
morale 
No. % No. % 
Greatest 1 
Next greatest 2 
Third greatest 3 
Total 
Rank 
472 68.0 28 4.0 9 1.3 6 0.9 6 0.9 5 0.7 7 1.0 
40 5.8 217 31.3 109 15.7 78 11.2 38 5.5 24 3.5 19 2.7 
15 2.2 116 16.7 147 21.2 103 14.8 51 7.3 38 ^  ^ 5^ 
527 76.0 361 51.0 265 38.2 187 26.9 95 13.7 67 9.7 67 9.6 
CD (2) (3) (4) (5) (6) (7) 
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rank of 1, 2, or 3). The areas of least concern were: Management costs 
(9.7% gave it a rank of 1, 2, or 3); and faculty morale (9.6% gave it a 
rank of 1, 2, or 3). The data substantiate earlier findings that 
instruction is a major concern of principals and that teacher absences 
have a negative impact on instruction. 
Null Hypothesis 19 tested; There will be no significant 
difference in the perceived absence rates of teachers when comparing 
less effective teachers with more effective teachers. 
Principals were asked to indicate their level of agreement with the 
questions, "The less effective the teacher, the more s/he is absent," and 
"The more effective the teacher, the more s/he is absent." In comparing 
the means of the responses to each question, a paired t-test (Table 26) 
produced a significant difference (p<.001) between the means. The 
conclusion drawn is Chat principals perceive less effective teachers as 
being absent more and, therefore, the null hypothesis is rejected. 
Table 26. Absence rates of teachers when comparing perceived less 
effective teachers with more effective teachers 
Paired t-test 
Standard 2 tailed 
Variable Number of Mean devla- T- D.F. proba-
cases tion value blllty 
Agree 1 Less effective 3.5583 .932 
(686) 32.23 685 .001 
Agree 2 More effective 1.7974 .867 
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Null Hypothesis 20 tested: There will be no significant 
difference in the perceived absence rates of teachers when 
classified by age. 
Principals were asked to indicate their level of agreement with the 
questions, "The older the teacher, the more s/he is absent," and "The 
younger the teacher, the more s/he is absent." Although the means of the 
responses indicated that principals felt that younger teachers were 
absent more (older, 2.3206; younger, 2.8360), a paired t-test produced no 
significant difference between the means and, therefore, the null 
hypothesis remained tenable. 
Null Hypothesis 21 tested: There will be no significant 
difference in the perceived absence rates of teachers, when 
classified by gender. 
Principals were asked to indicate their level of agreement with the 
questions, "Male teachers tend to be absent more than female teachers," 
and "Female teachers tend to be absent more than male teachers." In 
comparing the means of the responses to each question, a paired t-test 
(Table 27) produced a significant difference (p<.001) between the means. 
The conclusion drawn is that principals perceive female teachers as being 
absent more than male teachers and, therefore, the null hypothesis is 
rejected. 
Superintendents' Questionnaire 
The superintendents' questionnaire sought conclusions to seven 
hypotheses dealing with school district information relating to teacher 
absenteeism. Table 28 shows the makeup of the personnel who filled out 
the questionnaire and reports the frequencies of responses according to 
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Table 27. Perceived absence rates of teachers when comparing female 
teachers with male teachers 
Paired t-test 
Standard 2 tailed 
Variable Number of Mean devia­ T- D.F. proba­
cases tion value bility 
Agree 7 Male 2.1851 .764 
(686) -19.31 685 .001 
Agree 7 Female 3.1968 1.040 
Table 28. Profile, by position and district size, of the respondents to 
the superintendents' questionnaire 
Cumulative 
Position Number Percent percent 
Part A 
Superintendent 135 71.4 71.4 
Business Manager 19 10.1 81.5 
Director of Personnel 4 2.1 83.6 
Assistant Superintendent 1 0.5 84.1 
Secretary 31 15.9 100.0 
Total 190 100 
Cumula- Cumula­
District Group Total Per- tlve Total Per- tive 
size 81-82 cent percent 85-86 cent percent 
Part B 
0-499 1 62 32.6 32.6 69 36.3 36.3 
500-799 2 39 20.5 53.2 43 22.6 58.9 
750-999 3 28 14.7 67.9 21 11.1 70.0 
1000-1499 4 14 7.4 75.3 14 7.4 77.4 
1500-1999 5 18 9.5 84.7 18 9.5 86.8 
2000-3499 6 16 8.4 93.2 12 6.3 93.2 
3500-up 7 13 6.8 100.0 13 6.8 100.0 
Total 190 100 190 100 
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district size for the years 1981-82 and 1985-86. 
Null Hypothesis 1 tested: There will be no significant 
difference between the average teacher absence rates when comparing 
1981-82 average rates with 1985-86 average rates. 
The overall teacher absence rate was found by dividing the total 
teacher absences for each school by their total number of full-time 
equivalency teachers. A mean absence rate was then calculated for the 
years 1981-82 (6.713) and 1985-86 (7.499), as shown in Table 29. A 
paired t-test was used to analyze the data, which showed a significant 
difference (p<.001) between the means. The conclusion drawn is that 
teacher absence rates have gone up significantly from 1981-82 when 
compared to 1985-86 and, therefore, the null hypothesis is rejected. 
Table 29. Average teacher absence rates when compared for the years 
1981-82 and 1985-86 
Paired t-test 
Standard 2 tailed 
Variable Number of Mean devia- T- D.F. proba-
cases tlon value bllity 
1985-86 7.4993 2.609 
190 5.75 189 .001 
1981-82 6.7132 2.357 
Null Hypothesis 2 tested: There will be no significant 
difference between the average teacher absence rates of school 
districts when compared by district size (student enrollment) for 
the 1985-86 school year. 
Investigation of Table 30 indicates that larger school districts do 
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Table 30. Average teacher absence rates by district size for the 1985 
86 school year 
Total Population 
Mean 
Frequency 
7.50 
(190) 
By District Size 
Group 
Mean 
Frequency 
1 2 
7.41 7.05 
(69) (43) 
3 
6.88 
(21) 
4 5 6 7 
7.59 7.73 8.52 9.11 
(14) (18) (12) (13) 
report a higher absence rate than do smaller school districts. A one-way 
analysis of variance (Table 31) produced a significant difference 
(p<.014) when comparing the mean absence rates of the various size 
districts. Using the Tukey Multiple Range Post Hoc Evaluation Test, the 
significant difference was found to be between enrollment group 3 (1000-
1499) and enrollment group 7 (3500-up). The conclusion drawn is that 
larger districts do have higher teacher absence rates and, therefore, the 
null hypothesis is rejected. 
Null Hypothesis 3 tested: There will be no significant 
difference between the average teacher absence rates in school 
districts, when compared by socioeconomic level of students for the 
1985-86 school year. 
Socioeconomic status for each school district was determined by the 
percent of free and reduced price lunches provided each day. The school 
districts were categorized by dividing them by percent of students eating 
free or reduced price lunches each day as follows: Group 1 - 0-25.9% 
(represents the sixty-six (66) school districts with the smallest 
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Table 31. Average teacher absence rates when compared by district 
size for the 1985-86 school year 
One-way analysis of variance 
Sum of Mean F- F-
Source D.F. squares squares ratio prob. 
Between groups 6 64.4695 10.7449 1.6085 .01470 
Within groups 183 1222.4592 6.6801. 
Total 189 1296.9287 
Multiple Range Test 
Tukey-HSD Procedure 
G G G G G G G 
r r r r r r r 
P P P P P P P 
Mean Group 2 3 
6.88 3 
7.05 2 
7.41 1 
7.59 4 
7.73 5 
8.52 6 
9.11 7 * 
*Signlfleant at the .05 level. 
percentage of students eating free or reduced price lunches); group 2 -
26-32.9% (represents the sixty-three (63) school districts with the next 
smallest percentage of students eating free or reduced price lunches); 
group 3 - 33%-up (represents the sixty-one (61) school districts with the 
highest percentage of students eating free or reduced price lunches). 
Investigation of Table 32 indicates that there is a difference in mean 
teacher absence rates among the three groups. A one-way analysis of 
variance (Table 32) produced a significant difference (p<.019) among the 
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Table 32. Average teacher absence rates when compared by socioeconomic 
level of students, for the 1985-86 school year 
One-way analysis of variance 
Source D.F. 
Sum of 
squares 
Mean 
squares 
F-
ratlo 
F-
prob. 
Between groups 2 53.1370 26.5685 4.0269 .01940 
Within groups 187 1233.7917 6.3978 
Total 189 1286.9287 
Group 
1 
2 
3 
Total 
Count 
66 
63 
61 
190 
Mean 
6.9075 
8.1756 
7.3787 
7.4993 
Multiple Range Test 
Duncan Procedure 
G G G 
R R R 
P P P 
Mean Group 1 2 3 
6.91 1 
7.38 3 
8.18 2 * 
^Significant at the .05 level. 
means. Using the Duncan Multiple Range Post Hoc Evaluation Test, the 
significance was found to be between group 1 (0-25.9) and group 2 (26-
32.9). The conclusion drawn is that teachers are absent more in school 
districts with a higher concentration of low socioeconomic students and, 
therefore, the null hypothesis is rejected. 
Null Hypothesis 4 tested: There will be no significant 
difference between the cost for substitute teachers as determined by 
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cost/student for school districts, when comparing the 1981-82 
cost/student with the 1985-86 cost/student. 
To establish a constant dollar value between the years 1981-82 and 
1985-86, the mean cost per day for substitute teachers for 1981-82 
($41.10) and 1985-86 ($42.99) were compared using a paired t-test (Table 
33). The analysis produced no significant difference between the means 
(p<.723). 
Table 33. Average cost per substitute teacher per day when comparing the 
1981-82 school year with the 1985-86 school year 
Paired t-test 
Standard 2 tail 
Variable Number of Mean devia- Standard Corre- Proba-
cases tlon error lation bllity 
Sub pay 81 41.10 0.908 0.035 
190 0.014 0.723 
Sub pay 85 42.99 0.941 0.036 
The cost/student for each school district was found by dividing the 
total cost for substitute teachers for the district by the total number 
of students enrolled in the district. A mean cost/student was then 
calculated for the years 1981-82 ($16.14) and 1985-86 ($22.27), as shown 
in Table 34. The data were analyzed using a paired t-test (Table 34), 
which produced a significant difference (p<.001) between the means. The 
conclusion drawn is that the cost/student has gone up significantly when 
comparing 1981-82 costs with 1985-86 costs and, therefore, the null 
hypothesis is rejected. 
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Table 34. Average cost per student for substitute teachers when 
comparing the 1981-82 school year with the 1985-86 school 
year 
Paired t-test 
Standard 2 tailed 
Variable Number of Mean devla- T- D.F. proba-
cases tlon value blllty 
1981-82 16.1363 10.096 
190 -6.93 189 .001 
1985-86 22.2683 10.102 
Null Hypothesis 5 tested: There will be no significant 
difference between the cost for substitute teachers as determined by 
the cost/student for school districts when compared by enrollment 
size for the 1985-86 school year. 
Investigation of Table 35 reveals that cost/student Increases as 
district size Increases. A one-way analysis of variance (Table 36) 
produced a significant difference (p<.049) between the means. Using the 
Table 35. Average cost per student for substitute teachers by district 
size for the 1985-86 school year 
Total Population 
Mean 22.27 
Frequency (190) 
By District Size 
Group 1 2 3 4 5 6 7 
Mean 22.14 19.23 19.84 25.57 24.54 24.57 28.08 
Frequency (69) (43) (21) (14) (18) (12) (13) 
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Table 36. Average cost per student for substitute teachers when compared 
by district size for the 1985-86 school year 
One-way analysis of variance 
Sum of Mean F- F-
Source D.F. squares squares ratlo prob. 
Between groups 6 1269.3866 211.5644 2.1489 .0499* 
Within groups 183 18016.3953 98.4502 
Total 189 19285.7819 
' 
Multiple Range Test 
Duncan Procedure 
6 G G G G G G 
R R R R R R R 
P P P P P P P 
Mean Group 2 3 
19.28 2 
19.84 3 
22.14 1 
24.54 5 
24.57 6 
25.57 4 
28.08 7 * * 
•Significant at the .05 level. 
Duncan Multiple Range Post Hoc Evaluation Test, the significance was 
found to be between group 7 (3500-up) and group 2 (500-749), and group 7 
and group 3 (750-999). The conclusion drawn is that larger districts do 
expend more per student for substitute teachers and, therefore, the null 
hypothesis is rejected. 
Null Hypothesis 6 tested: There will be no significant 
difference in the teacher absence rates of school districts when 
comparing those school districts who have negotiated contracts with 
those who do not. 
Comparisons were made for both the 1981-82 school year and the 1985-
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86 school year. 
Investigation of Table 37 for the 1981-82 school year Indicates that 
there Is a difference in the mean absence rates of schools with no 
negotiated contracts (5.78) and those who do have negotiated contracts 
(6.91). A t-test for comparison purposes produced a significant 
difference (p<.025) between the two means. 
Table 37. Average teacher absence rates of school districts which have 
negotiated contracts compared to school districts which do not 
have negotiated contracts for the 1981-82 school year 
t-test 
Standard 2 tailed 
Variable Number of Mean devla- T- D.F. proba-
cases tlon value blllty 
Negotiated 157 6.9127 2.281 
2.32 41.69 .025 
Non-negotiated 32 5.7842 2.553 
The data from Table 38 for the 1985-86 school year reveal that there 
is a difference In the absence rates of schools with no negotiated 
contracts (6.23) and those who do have negotiated contracts (7.71). 
Again, a t-test was run which produced a significant difference (p<.008) 
between the two means. 
If we were to compare the absence rates of those schools who have no 
negotiated contracts (5.78) for 1981-82 with those schools that fall in 
the 0-499 enrollment category (6.21), there is still a considerable 
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Table 38. Average teacher absence rates of school districts which have 
negotiated contracts compared to school districts which do not 
have negotiated contracts for the 1985-86 school year 
Variable Number of 
cases 
Negotiated 164 7.7094 2.590 
2.84 33.12 .008 
Non-negotiated 25 6.2285 2.400 
difference in absence rates. The same Is true for 1985-86 (6.23 to 
7.41). The conclusion drawn is that schools without negotiated contracts 
have significantly smaller teacher absence rates and, therefore, the null 
hypothesis is rejected. 
As a corollary to the above hypothesis, the absence rates of the 
seven schools who changed from not having a negotiated contract in 1981-
82 to having a negotiated contract in 1985-86 were compared using a 
paired t-test (Table 39). The test produced a significant difference 
(p<.001) between the two means. The conclusion drawn is that as these 
seven schools went from having non-negotiated contracts to having a 
negotiated contract, their mean absence rates Increased significantly. 
Null Hypothesis 7 tested. There will be no significant 
difference in the absence rate of teachers when comparing school 
districts with no plan for reducing or managing absences with those 
who do have a plan. 
Group 1, those schools who have a plan, consisted of eighty-nine 
(89) schools. Group 2, those schools without a plan, was made up of 99 
t-test 
Standard 2 tailed 
Mean devla- T- D.F. proba­
tion value bility 
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Table 39. A comparison of teacher absence rates in districts which 
changed from not having negotiated contracts in 1981-82 to 
having negotiated contracts in 1985-86 
Paired t-test 
Standard 2 tailed 
Variable Number of Mean devia- T- D.F. proba-
cases tlon value bility 
1985 8.5568 4.089 
7 2.35 6 .050 
1981 7.6010 3.728 
schools. Investigation of Table 40 indicates that the absence rate was 
lower for those schools with a plan for reducing absences (7.23 to 7.73). 
Although there was a difference in absence rates, a t-test for comparison 
of groups produced no significant difference in the means and, therefore, 
the null hypothesis remained tenable. 
Table 40. Comparison of teacher absence rates between those schools 
which have a plan for managing or reducing absences and those 
who do not 
t-test 
Variable 
Standard 
Number of Mean devia- T-
cases tlon value 
D.F. 
2 tailed 
proba­
bility 
Plan 
No plan 
89 
99 
7.2281 
7.7338 
2.791 
2.427 
-1.33 186 .186 
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Table 41 lists the kinds of programs that are being used by schools 
In Iowa to directly or Indirectly reduce or manage absences. For those 
schools who perceive that there may be an absence problem, these are some 
ideas that might make a difference. 
Table 41. Strategies used to manage or reduce teacher absences In Iowa 
schools 
Strategy 
Number of schools who reported 
using the strategy 
Health awareness 
Pay for unused personal leave 
Pay for unused sick leave 
Perfect attendance drawings 
Monetary rewards 
Attendance monitoring 
Recognition of other kinds 
84 
12 
3 
4 
5 
8 
5 
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CHAPTER V. SUMMARY AND CONCLUSIONS, DISCUSSION, LIMITATIONS, 
AND RECOMMENDATIONS 
The purposes of this study were to: (1) Determine If teacher 
absences In public school districts In Iowa were related to such factors 
as district size, student socioeconomic status, amount of sick leave 
allowed, collective bargaining, district Incentives for reducing teacher 
absences, teacher gender, teacher age, and perceived teacher 
effectiveness; (2) analyze the relationship between teacher absences and 
related budgetary or management costs; (3) analyze the relationship 
between teacher absences and perceived quality of Instruction; and (4) 
Investigate the various methods used by schools for managing or reducing 
absences. In this chapter, conclusions of the study based on the 
analyses of data are reported, and discussion and recommendations are 
presented. The chapter has been organized Into four sections: (1) 
Summary and conclusions, (2) discussion, (3) limitations, anl (4) 
recommendations. 
Summary and Conclusions 
The data collected for this study were collected through the use of 
two questionnaires. These data were used to examine the effects of 
teacher absences on school districts In Iowa and to test twenty-eight 
hypotheses related to those effects. The findings are presented In 
summary form and corresponding conclusions are drawn. 
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Results from hypothesis testing; 
Superintendents * questionnaire 
Respondents were asked to provide district Information related to 
teacher absences for the years 1981-82 and 1985-86 such as: Existence of 
collective bargaining agreements; total school enrollment; total teachers 
In the district; sick leave allowed; total teacher absences; substitute 
pay per day; total expense for substitutes; and whether they did or did 
not have a program for reducing or managing absences. Based on the 
information provided by the 190 school districts who returned the 
questionnaire, seven hypotheses were tested. Study findings from the 
superintendents' questionnaire indicate the following: 
1. Teacher absence rates increased significantly when comparing 1981-82 
absence rates with 1985-86 absence rates. The findings do reveal 
possible explanations for the dramatic increase. 
Teacher absence rates of schools who have negotiated contracts 
are significantly greater when compared to those who do not. 
Similarly, the seven school districts who changed from not having 
negotiated contracts in 1981-82 to having negotiated contracts in 
1985-86 experienced a significant increase in their teacher absence 
rates. Further examination of the data indicates that sick leave 
days allowed per year by school districts went up from an average of 
12.2 days per year in 1981-82 to 14.7 days per year in 1985-86. 
g 
These findings, along with the findings reported by Deutchman 
(Chapter I, p. 2) that absenteeism increased after collective 
bargaining laws were enacted, suggest that collective bargaining has 
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had a negative affect on teacher absence rates. 
Teacher absence rates are related to the size of the school 
district. The findings indicate that the absence rates in larger 
school districts are significantly higher when compared to smaller 
school districts, which substantiates the findings from the 
Pennsylvania** and Illinois^* studies (Chapter II, pp. 13 and 14) 
that absence rates steadily increased as the size of the school 
system increased. 
In schools with a higher concentration of low socioeconomic 
students, teachers have higher absence rates. The data reported a 
significant difference in absence rates between group 1 (highest 
socioeconomic) and group 2 (middle socioeconomic). Although the 
absence rate from group 3 (lowest socioeconomic) was higher than the 
absence rate for group 1, it was not significantly higher. The 
implications of the findings will be dealt with in the discussion 
section to follow. 
The cost per student for substitutes in school districts has 
increased significantly, in constant dollars, when comparing the 
1981-82 cost per student with the 1985-86 cost per student. This 
finding, along with the significant increase In absence rates 
reported in this study, suggests that teacher absences are a major 
contribution to Increased costs. These findings are consistent with 
g 
the findings of the Des Moines study (Chapter I, page 1) which 
reported that the cost of substitutes had increased 103 percent in 
constant dollars from 1966 to 1978. 
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5. The cost per student for substitutes Is significantly higher in 
larger school districts. This finding is consistent with the 
earlier finding that larger school districts have higher teacher 
absence rates, which further ties teacher absence rates to cost. 
6. The teacher absence rates of schools which have initiated steps to 
reduce or manage absences is less than those who are doing nothing. 
The review of literature in Chapter II, pp. 23-31, is very clear in 
establishing the cost of student learning when the teacher is absent 
as the most critical cost with which schools must be concerned. 
Although the difference reported by the data concerning use of 
programs to reduce or manage absences is not significant, it does 
imply that an effort In reducing absences may make a difference. 
Any difference, significant or not, that puts teachers back in the 
classroom on a more regular basis, may have a positive Impact on 
student learning. 
Results from hypothesis testing and questions; 
Principals' questionnaire 
Principals were asked to give their perceptions of the effects of 
teacher absences on their school as related to: Time expended taking 
care of substitutes, quality of instruction, faculty morale, student 
discipline, principal-teacher relations, student attitudes, and abuse of 
sick leave. They were also asked to give their perceptions as to whether 
the characteristics of teacher age, gender, and perceived effectiveness 
had any relationship to the frequency of teacher absences. Based on the 
information provided by the 694 principals who returned the 
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questionnaire, seven questions and twenty-one hypotheses were answered or 
tested. Study findings from the principals' questionnaire indicate the 
following: 
1. The average amount of time spent per substitute per day was 19*45 
minutes. An investigation of the amount of time spent according to 
building level showed no significant differences. However, In 
comparing absences by district size, the data indicate that smaller 
schools spend a significantly greater amount of time dealing with 
substitutes than do large schools. 
Arranging for substitutes was listed as the area that took the 
most time. However, in larger schools, clerical responsibilities 
and student discipline problems were equally as time consuming. 
2. The data indicate that perceived quality of Instruction, student 
discipline problems, and student achievement are the most negatively 
affected by teacher absences. In comparing the negative effects by 
building level and district size of perceived quality of 
Instruction, student attitudes, and student achievement, each was 
significantly more affected at the secondary level and in larger 
schools. 
The implications are that students are negatively affected both 
in their behavior and in their achievement when teachers are gone, 
and that this is likely due In part to the perceived diminished 
quality of instruction in the classroom. 
3. Quality of instruction was perceived to be the most negatively 
affected by teacher absences. Quality of instruction was also 
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perceived to have the most powerful Impact upon school 
effectiveness. The implication drawn is that teacher absences 
and school effectiveness are negatively correlated and, therefore, 
reducing absences may be one way of making schools more 
effective. 
4. Abuse of sick leave was not perceived by principals as being a 
problem in their schools. Implications of this finding will be 
dealt with in the discussion section to follow. 
5. Principals did express a measurable degree of concern that absences 
were having a negative effect on their schools. When you relate 
this to the earlier findings that absence rates have gone up 
significantly, and that quality of instruction is affected when 
teachers are gone, their concern is Justified. 
In comparing the degree of concern by building level, there was 
a significantly higher degree of concern expressed by secondary 
principals. 
6. Teachers perceived to be less effective were perceived as being 
absent significantly more often than their more effective peers. 
Female teachers were also perceived as being absent significantly 
more often than males. The implications are that teachers perceived 
to be less effective and female teachers may be characteristics that 
might be predictors of absences. Age was not perceived as being a 
significant characteristic in predicting absences. 
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Discussion 
The causes for the significant Increase In teacher absence rates 
between 1981-82 and 1985-86 are subject to speculation. Collective 
bargaining seems to have had a substantial Impact. The Increase in the 
kinds of leave available to teachers (family Illness, bereavement, 
professional, personal, paternal, maternity, association) along with an 
increase in the number of days allowed under each category has 
understandably made it easier for teachers to be gone. 
It is not surprising that teacher absence rates are higher in larger 
districts. The availability of substitutes, and the lower levels of 
communication and lower group cohesiveness suggested by Halllman and 
25 Bridges (Chapter II, p. 13) would seem to lead to higher absence rates. 
The implications of the finding that a higher concentration of low 
socioeconomic students increases teacher absences suggest that some 
variable or variables related to low socioeconomic status musS: have an 
Impact. Variables such as student attitudes, parental relationships and 
attitudes, community attitudes, and/or student achievement or lack of 
financial resources may have a negative effect on teacher attitudes, and 
thus on teacher attendance. 
The significant increase in the cost of substitutes Implies that 
teacher absences are cutting into monies that could be spent for better 
things, especially when we consider the quality of instruction that we 
get for our dollars. This makes it even more important, in districts 
where absence rates are higher, that a plan for reducing or managing 
absences be developed. When you consider that the data Indicate that 
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absence rates are less In schools which are doing something about it, the 
implication is that there is a signal call to step up efforts toward 
reducing absences, and thus decrease costs and Improve the quality of 
instruction. The latter, of course, is paramount. 
Although the average amount of time spent per substitute per day 
(19.45 minutes) does not appear to be unreasonable, in a larger district 
(e.g., 60 faculty) there may be several teachers gone in one day. If six 
teachers were gone, the time spent on substitutes would take up one-third 
of a principals' day. This doesn't take into account the amount of 
emotional strain involved in worrying about what might happen in terras of 
lack of control or lessen the concern for loss of time on task. 
Abuse of sick leave was not perceived by principals as being a 
problem. This implies that principals feel that teachers are staying out 
only when they are sick. The concern that principals expressed for 
absences in general is probably caused by the increased availability of a 
variety of leaves that have been negotiated, apart from the category of 
sick leave. 
In summary, the data indicate that teacher absences are on the 
increase and that ramifications of collective bargaining may be a cause. 
Further Indications are that dollar costs and immeasurable costs in 
reduced student learning may be directly related to teacher absences. 
The data also Indicate that there are certain characteristics that 
can be linked to teacher absence rates; namely, larger district size; 
lower socioeconomic status of students; perceived reduced teacher 
effectiveness; and teacher gender (female). 
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Â final implication drawn from the data is that developing plans to 
reduce or manage absences may be a way of decreasing the absence rate of 
teachers (see Chapter II, pp. 34-56). 
Limitations 
When interpreting the findings of this study, the following 
limitations must be considered* 
1. The fact that the administrators and school districts who 
participated were limited to Iowa schools will limit the 
generalizability of the findings to these schools. 
2. Because schools do have differences in the way that they report 
professional leave absences (some count these as an absence; some do 
not), the absence information Is suspect because the manner in which 
the data were captured varies. 
3. This study surveyed only the years 1981-82 and 1985-86. Other years 
could conceivably produce different results. 
4. The principals' questionnaire dealt only with perceptions and not 
with hard data and, therefore, may have been Influenced by other 
variables. 
Recommendations for Further Research 
1. The study should be replicated, but with a smaller sample, 
stratified by geographic region and district size. This would 
permit face-to-face follow-up. It would also allow the researcher 
to obtain more and better information on each Individual school 
district (i.e., absence data). 
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Any further study should attempt to Isolate those districts who 
stand out (I.e., excessive absences, effective programs for 
reducing absences) and do a more intensive study of those schools. 
Any future Instrument for collecting absence information should be 
streamlined so as to take less of the respondents' time in filling 
it out. 
Recommendations 
School districts should monitor teacher absences. It is impossible, 
if a problem exists, to deal with a problem employee unless 
appropriate data have been gathered and evaluated over time. 
School boards should take a look at board policies with the intent 
of refining or revising those that might, in effect, encourage 
absences, and adding policies that might discourage excessive 
absences (i.e., disciplinary actions for absences that are not 
legitimate). 
Schools should improve the quality of student time spent when 
teachers are gone by: Providing substitute orientation and 
evaluation; improving regular classroom teacher preparation when 
planning for the substitute; reducing the use of substitutes by 
finding alternative ways of covering the absented classroom. 
Good attendance should be recognized and supported by school boards 
and superintendents. 
When possible, former absentee records should be used when hiring 
staff. 
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6. Building administrators should be trained to emphasize attendance in 
a positive way* 
7. School districts should Involve teachers in developing an attendance 
recognition plan. 
8. An effective absence reporting system should Involve the teacher's 
immediate supervisor. 
9. School districts should repeatedly emphasize the negative Impact on 
student learning due to the great loss in time on task and effective 
teaching, where absenteeism isn't limited to the absolute minimum to 
cover needed sick leave and important professional meetings. 
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APPENDIX A: lASB COVER LETTER 
IP6B 
April 17, 1987 
TO: Iowa School Administrators 
I have reviewed the research project being conducted by Tony Spencer for his 
doctoral dissertation. I believe the results of this survey will provide valuable 
information for Iowa schools regarding teacher absenteeism. 
You are urged to provide the data requested in the enclosed survey. Your 
cooperation is appreciated. 
Sincerely, 
T. E. Davidson 
Executive Director 
Enclosure 
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APPENDIX B: SUPERINTENDENTS' COVER LETTER 
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College of Education 
Educational Administration 
N229 Lagonuucino Hall 
Ames, Iowa 50011 IOWA STATE 
UNIVERSITY Telephone SIS-294-54S0 
Dear Superintendent: 
In conjunction with the Iowa Association of School Boards, 
1 am conducting a study of teacher absenteeism in Iowa. The 
purpose of the study is four fold: 
1. To explore factors that contribute to teacher absenteeism. 
2. To Investigate the effect of teacher absences on certain 
cost factors, such as substitute teacher and management 
costs. 
3. To analyze the perceived Influence of teacher absenteeism 
on the quality of instruction. 
4. To examine various approaches employed by school districts 
to reduce and manage absences. ' 
WE NEED YOUR HELP IN THIS VERY IMPORTANT AREA: 
We are asking all school districts in Iowa to cooperate in 
providing helpful information about this topic. Participation 
in the study will Involve only the completion of a questionnaire. 
Please follow these three steps in circulating and returning 
the materials in the enclosed packet: 
1. Please distribute the BLUE copies to the principals in 
your district. This questionnaire will take only a few 
minutes to complete. 
2. We ask that you or your designee complete the WHITE 
questionnaire which asks for information located in your 
district records. 
3. Please return all copies (yours as well as the principals') 
in the self-addressed stamped envelope by May 8th. 
Individual school districts in the survey will not be identified 
by name, and all survey results will be held in complete confiden­
tiality. If you have further questions, please feel free to call 
me at (515) 294-5450. Results will be published and shared with 
all of Iowa's school districts. 
Your voluntary cooperation will be greatly appreciated. We 
realize that your time is valuable. We also believe that the 
minutes you contribute to this subject will result in potential 
savings for all Iowa school districts. 
Thank you for your help. 
Sincerely, 
Tony spencer 
Graduate Assistant 
Iowa State University 
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127 
SUPERINTENDENT or DESIGNEE 
This part of the survey deals with absence information for your district for 
the school years 1981-82 and ^985286* Please be as complete and accurate as 
possible. The absence information deals with teachers only. 
Personal Information: 
1. Please indicate the position of the individual completing the survey* 
Superintendent 
Business Manager 
Director of Personnel 
Assistant Superintendent 
____ Secretary 
other (specify) 
District Information: 
1. Did you have a collective bargaining agreement in 1981-82 that coverôd 
leave days? 
yes 
no 
2. Did you have a collective bargaining agreement in 1985-86 that covered 
leave days? 
yes 
1981-82 1985-86 
3. Total school enrollment K-12 (student) ______ ______ 
4. Total teachers In district (full time equivalency) ______ ______ 
Questions 1 throygh 9 in part c relate to leaves of absence granted to each 
teacher in your district under your collective bargaining agreement/board 
policy. 
1. Sick Leave: Refer to Iowa Code 279.40, which is printed on the back 
of this sheet, in answering this question. If your 
district followed the minimum quldellnes mandated by the 
code for the annual and/or maximum accumulated categories, 
please indicate by placing "Iowa Code" in the appropriate 
column. If you grant more than the minimum, please specify 
the actual number. 1981-82 1985-86 
Annual Allowable 
Maximum accumulated per life in 
the district 
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279.40, DIRECTORS—POWERS AND DUTIES 
279.40 SICK LEAVE. 
Public school employees are granted leave of 
absence for medically related disability with 
full pay in the following minimum amountst 
1. The first year of employment 10 days. 
2. The second year of employment 11 days. 
3. The third year of employment 12 days. 
4. The fourth year of employment 13 days. 
5. The fifth year of employment 14 days. 
6. The sixth and subsequent years of 
employment 15 days. 
The above amounts shall apply only to 
consecutive years of employment in the same 
school district and unused portions shall be 
cumulative to at least a total of ninety days. 
The school board shall, in each instance, require 
such reasonable evidence as it may desire 
confirming the necessity for such leave of 
absence. 
Nothing in this section shall be construed as 
limiting the right of a school board to grant 
more time than the days herein specified. 
For each type of absence listed in items 2 through 5 below, please indicate in 
the first column the maximum number of days per year per teacher allowed by 
your district. In the second column please indicate from which category the 
days are deducted by using the following categories (example: You may allow 3 
days of family illness, but the 3 days may come out of the sick leave total. 
If so place a "I" in the deducted from category for family illness. If the 
3 days actually come out of a family illness category, then you would place a 
"2" in the deducted from column). 
1-sick leave 
2-family illness 
3-bereavement leave 
4-maternity leave 
5~emergency/busines8 leave 
6-personal leave 
7-other leave (specify) . 
2. Family Illness: 
3. Bereavement Leave: 
4. Maternity Leave: 
Maximum days Deducted 
per year from 
1981-82 
1985-86 ' 
1981-82 
1985-86 
1981-82 
1985-86 
5. Emergency/Business Leave: 1981-82 __________ 
1985-86 
-Questions 6 through 8 refer to other types of leave you may grant under your 
collective bargaining agreement/board policy. 
1981-82 1985-86 
6. Personal Leave: 
Annual Allowable _______ 
Maximum Accumulated per life in the district 
7. Professional Leave: 
Days per year per teacher 
Days per year district 
8. Association Leave: 
Maximum days per representative per year ________ 
Maximum days per district per year 
9. If there are any other categories of leaves of absence which your district 
grants but which were not included in items 1 through 8, please specify the 
type of category and the number of days of leave granted per year. 
1981-82 
1985r86 
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Now we would like soma Information about teacher absences in your district 
for 1981-82 and 1985-86. For each category of absence listed below, please 
indicate the total number of days per year teachers in your district were 
absent. 
Total teacher absences 
(days per year) 
1981-82 1985-86 
1. Total Teacher Absences: 
2. Sick Leave Absences: 
3. Bereavement Leave Absences: 
4. Family Illness Absences: 
5. Maternity Leave Absences: 
6. Personal Leave Absences: 
7. Emergency/Business Leave Absences: 
8. Professional Leaves Absences: 
9. Association Leave Absences: 
10. Other Leave Absences: 
District Expenditures: District Costs 
1981-82 1985-86 
1. Substitute pay per day: 
2. Total expenditures for other costs: 
(management, clerical, orientation, etc.) 
In your school, are you doing anything special to reduce or manage 
teacher absences? (such as revamping substitute teacher programs, 
changing district policies or approaches, providing monetary rewards 
or recognition, promoting health awareness, etc.). Please circle 
the appropriate response. 
1. No 
2. Yes (briefly describe) 
THANK YOU FOR COMPLETING THIS PORTION OF THE SURVEY. PLEASE RETURN 
THIS PORTION ALONG WITH THE PRINCIPAL'S QUESTIONNAIRES BY: MAY 8th 
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College of Education 
Educational Administratiofl 
N229 Lasomarcino Hall 
Ames. Iowa 50011 IOWA STATE 
UNIVERSITY Telephone 313 294 5430 
Dear Principal: 
In coDjunction with eha Iowa Assoclaelon of School 
Boards» I am conducting a study of taachar absantaaisia in 
Iowa. Tha purpose of tha study is four fold: 
1. To explora factors that contribute to 
teacher absenteeism. 
2. To Investigate the effect of teacher absences 
on certain cost factors such as substitute 
teacher and management costs. 
3. To analyze the perceived Influence of teacher 
absenteeism on the quality of Instruction. 
4. To examine various approaches employed by 
school districts to reduce and manage absences. 
WE NEED YOUR HELP IN THIS VERY IMPORTANT AREA: 
We are asking all school districts In Iowa to cooperate in 
providing helpful information about this topic. Participation 
in the study will Involve only the completion of the accompany­
ing questionnaire. After you have completed the questionnaire 
please return it to your superintendent in a sealed envelope so 
that it can be returned with other district information. 
Individual school districts and/or administrators who participate 
in the study will not be identified by name, and all survey 
results will be held in complete confidentiality. If you have 
further questions, please feel free to call me at (515) 294-5450. 
Results will be published and shared with all of Iowa's school 
districts. 
Your voluntary cooperation will be greatly appreciated. 
We realize that your time is valuable. We also believe that 
the minutes you contribute to this subject will result in 
potential savings for all Iowa school districts. 
Thank you for your help. 
Sincerely 
Tony Spencer 
Graduate Assistant 
Iowa State University 
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PRINCIPAL 
QiMSCloniMir* eo b« eompl«e«d by Principals. Plaaaa Indlcac» your building 
lavai by ehacklng ona of tha following: 
____ Elaaantaty Principal 
_____ Mlddla School Principal 
_____ Jr. High Principal 
_____ High School Principal 
1. As a building Principal, tha amount of axtra claa? axpandad taking cara 
of datalla or eoncama ralatad to tha aubatltuta whan a taachar la 
abaant raqulraa* (plaaaa aatlmata in mlnutaa par aubatltuta par day) 
2. Which of tha following araaa raqulraa tha graataat amount of axtra 
tlma axpandad by you or your daalgnaa la taking cara of datalla or 
concerna ralatad to tha aubatltuta whan a taachar la abaant. 
(plaaaa clrcla Juat ona Itam) 
1. arranging for aubatltutaa 
2. clerical raaponalbllltlaa (filling out forma ate.) 
3. ralatad atudant dlaclpllna problama 
4. aubatltuta orientation 
5. aupervlalon of aubatltutaa 
6. other (apeclfy) 
3. Por your achool, plaaaa Indicate your perception of how teacher absences 
negatively affect the following: (Uae the following reaponae categorlea) 
great effect........5 
much effect 4 
aome effect 3 
little effect... . . . . 2  
no effect 1 
no perception 0 
1. Quality of teaching 
2. Impact on faculty morale 
3. Student discipline 
4. Principal-taachar relatione ..... 
5. Student attltudea toward school . 
6. Student achlevment 
7. Community ettltudes toward achool 
8. other (specify) 
Please circle your response 
5 4 3 2 1 0 
5 4 3 2 1 0 
5 4 3 2 1 0 
5 4 3 2 1 0 
5 4 3 2 1 0 
5 4 3 2 1 0 
5 4 3 2 1 0 
5 4 3 2 1 0 
4. Of the Items listed In question #3, in your opinion, which item is most 
negatively affected by teacher absenteeism? . 
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Of the following Items, in your opinion, which has the most powerful 
impact on school effectiveness: (please circle just one item) 
1. Quality of teaching 
2 .  Faculty morale 
3. Student discipline 
4. Principal-teacher relations 
5. Student Attitudes toward school 
6. Student achievment 
7. Community attitudes toward school 
In your school, to the best of your knowledge, how frequently do teachers 
use sick leave for purposes other than what was intended: 
(please circle just one item) 
1. very frequently 
2. frequently 
3. sometimes 
4. seldom 
5. never 
In your school, to what extent is teacher absenteeism of concern to you: 
(please circle just one item) 
1. great concern 
2. much concern 
3. some concern 
4. little concern 
5. no concern 
If you answered 1, 2, or 3 in question #7, please rank (1,2,3) the 
three items that cause you the most concern (with 1 being the item of 
greatest concern). 
____ loss of credibility in community 
loss of quality of instruction 
______ management costs 
substitute costs 
decline in faculty morale 
decline in student morale 
_____ eroding of student discipline 
other (specify) . 
In your school, are you doing anything special to reduce or manage 
teacher absences? (such as revamping substitute teacher programs, 
changing district policies or approaches, providing monetary rewards 
or recognition, promoting health awareness, etc.) 
1. No 
2. Yes (briefly describe) 
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10. Please Indicate your level of agreement with each of the following 
as they relate to teachers in your school: (use the following re­
sponse categories) 
strongly agree 5 
agree 4 
neither agree or disagree ... 3 
disagree 2 
strongly disagree 1 
please circle your response 
1. The less effective the teacher, 
the more he/she is absent S 4 3 2 1 
2. The more effective the teacher, 
the more he/she is absënt 5 4 3 2 1 
3. The older the teacher, the 
more he/she is absent 5 4 3 2 I 
4. The younger the teacher, the 
more he/she is absent 5 4 3 2 1 
5. The longer a teacher is employed 
in the district, the more he/she 
is absent S 4 3 2 1 
6. After a teacher reaches the 
allowable limit of accumulated 
sick leave, the frequency of 
absences increases 5 4 3 2 1 
7. Male teachers tend to be absent 
more Chan female teachers S 4 3 2 1 
8. Female teachers tend to be 
absent more than male teachers 5 4 3 2 1 
Thank you for participating in the survey by taking time to fill out 
this questionnaire. Please return your completed questionnaire to 
your Superintendent, so that it may be returned with other district 
information, by MAY 8th. 
